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ABSTRACT

This critical analysis reviews literature on characteristic leadership traits desired in
leaders by male and female supervisors. The majority of the literature on leadership has
focused on the characteristic leadership traits most admired by supervisors as it relates to
organizational culture without distinguishing gender. The assumption that both gender
groups have similar beliefs is perceived when there is a lack of clarity in the literature.
Furthermore, only a few studies have examined how females as a separate gender feel
about their leaders. This topic is of great significance because it seeks to understand
whether females feel the same as males with regard to admirable leadership traits. This
review critically analyzes the theoretical literature from peer-reviewed journal articles
and academic textbooks on characteristic leadership traits. The review finds limited
information when dealing with female characteristic leadership traits issues. This
situation reinforces the need to find out how males and females view characteristic
leadership traits about their leaders and how it affects organizational culture. The
researcher anticipated significant differences between male and female characteristic
leadership traits; however, survey results indicated the differences were very limited and
less than expected. This new information indicates that females and males have similar
leadership characteristic traits. Therefore, it discredits old stereotype beliefs that females
are not good leaders, because they do not possess the same characteristic leadership traits
as males.
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CHAPTER I: JNTRODUCTION

Introduction and Background to the Problem
Females continue to gain ground at work and become powerful figure heads in
professional settings. These advances coupled with the steady rise of "women's
advocacy" create the perfect formula for their advancement into leadership positions
(Gardner, 1990). In light of these advances, barriers for females continue to be erected
and their leadership qualities questioned (Eagly, Karau, & Makhijani, 1995; Gardner,
1990). Several female supporters assert that there exists a difference in leadership styles
between males and females, and these styles continue to show an enduring interest (Eagly
& Johannesen, 2001; Gardner, 1990). Furthermore, they contend that these distinctions

exist, in part, due to gender characteristics and experiences (Gardner, 1990).
Leaders best perform "leadership functions" when they provide momentum and
engage in strategic planning, evaluating organization fimction, and engage in motivating
personnel (DePree, 1989; Roberg, Kuykendall, & Novak, 2002). Everyone can describe
the characteristic leadership traits of someone they consider to be a good leader because
of what that leader has done, represents to them, or has accomplished to motivate others.
As Kouzes and Posner (1995) aptly phrased it, "Clearly, those who aspire to lead must
embrace their constituents' expectations" (p. 20).
A study for national women's equality for the 21St century revealed that in 1997
women occupied 6.5% of top command positions and 9.2% of supervisory roles in law
enforcement (FMF, 1998). Although females have not traditionally occupied leadership
roles to the same degree as their male counterparts, it is slowly changing, and females are

now gaining ground in leadership roles within the private, public, and law enforcement
sectors (NCWP, 1998; NCWP, 2001; Eagly, et al., 1995).
According to the U.S. Census Bureau 2003 Report, 51% of the total population

was female and 60% of females were in the workforce (U.S. Census Bureau, 2003). The
National Center for Women k Policing (2002) reported that 12.7% of women nationally,
and from large police departments hold sworn positions. The Miami-Dade Police
Department's (MDPD) workforce analysis report, published on July 3 1,2008, depicted
23.71% females with the rank of police officer and above make up the total workforce.
The National Center for Women & Policing (2002) reported that 7.3% of women
nationally, and from large police departments, held top command positions. The MiamiDade Police Department's (MDPD) workforce analysis report, published on
July 3 1,2008, depicted 26.79% females with the rank of Executive Senior Bureau
Commander and above made up the total command staff.
Females also hold limited leverage in the private sector. Since 2004, the increase
in the number of females in management and professional and related fields, although
promising, still reveals they have a limited share of the professional and managerial
positions. For example, only 14%of women were architects and engineers, and 29%
were doctors and surgeons. Interestingly, 86% of women were paralegals and legal
assistants (Chao & Utgoff, 2005). Females have begun to advance slowly and now hold
15.7% of corporate officer positions in companies throughout the U.S. (Downey, 2002).
Females are also making progress in the federal labor force by now constituting 44% of
the workforce, as compared to 46.6% in the civilian labor force (OPM, 2002).

New and emerging changing trends, traditionally reserved for males, now have
females holding leadership roles in the private, as well as public sectors (Book, 2000).
This advancement, even though slow, creates the need to ascertain how females feel
about their leaders, in light of an ever changing work environment. The Miami-Dade
Police Department in Miami, Florida, is no exception. This Department began
experiencing massive personnel retirements beginning in January 2003 (MDPD, 2003).
This phenomenon, coupled with mass hiring and a high rate of promotions, raises several
issues regarding characteristic leadership traits in the MDPD. As a result, the department
leaders were faced with the problems of creating, motivating, and performing in the midst
of organizational change and chaos (Kerfoot, 1997).
This shift in leadership has become an important topic in the field of law
enforcement, the corporate world, and all other businesses. Today, the role of a leader is
more demanding and helshe faces a higher degree of scrutiny (Gill, 2006). New
personnel have started to grow in significant numbers in the MDPD and they are being
promoted into supervisory roles. These new pragmatic supervisors, mostly young, are
fiom Generation X and Generation Y. They are highly independent, and although
respectful, will ask challenging questions without concern for what upper management
thinks about them. They also have new ideas about doing work and what characteristic
leadership traits they expect fiom their leader (Wieck, Prydun k Walsh, 2002; Walker,
Martin, White & Elliot, 2006).
Leadership traits come in many different forms and vary in their definitions.
According to the "May Conference on Leadership," leadership was defined as the ability
to induce obedience, respect, loyalty, and cooperation (Moore, 1927). Burns (1978)

defined leadership as individuals who are able to have their followers attain goals that are
representative of both the leader and followers. Gonzalez (2000) advises, "The
characteristic leadership traits of leaders dictate their outcome as effective or ineffective
leaders" b.3).
According to Frigon and Jackson (1996), leadership traits and principles are
important to building leadership in others. Understanding characteristic leadership traits
that impact organizational climate is critical for a healthy organization, and leaders that
possess good leadership traits add stability to the people and the organization as a whole
(Gonzalez, 2000). A study conducted primarily about female leadership and
empowerment found that females lag behind males in higher status positions, and more
females are needed to ascend to high positions to learn about their leadership and
empowerment (Denmark, 1993).
There are many different responses to the question of what a good leader is, and
what a leader's best characteristic leadership traits are. These responses become
convoluted when there is no universal standard response. There is, however, an innate
sense that leaders should posses some degree of honesty to lead (Kouzes & Posner,
1995). Nevertheless, the different genders, specifically in law enforcement, have not
been universally studied to properly compare their responses. This study attempts to
examine the characteristic leadership traits admired in leaders by male and female
supervisors in the MDPD.
Definition of the Problem
There are several factors that influence the criteria that males and females use to
identify characteristic leadership traits admired in a leader. For example, gender,

ethnicity, rank, job tenure, experience, and organizational climate. However, there are
three specific problems that emerge in this research study relating to what characteristic
leadership traits females most admire in supervisors in an organizational culture: lack of
women leadership theories in the field of policing; whether females occupying leadership
roles will lead differently than males; and, how females as a separate gender feel about
their leaders.

Lack of Women Leadership Theory in Law Enforcement
The first problem in answering this question is the lack of female leadership
theory in law enforcement. The search for female leadership theories cannot overlook the
increasing and continued rise in the numbers of females in leadership positions
throughout the corporate, political, academic, and public sectors (Trinidad & Normore,
2005). Females in the past, experienced discriminating attitudes toward them from
outside the labor force and were thought of as a "staying home gender." Now they are
entering into an increased leadership role and facing new attitudes because of the
perception they possess different skills and work habits (Bass, Krusell, & Alexander,
1971;Northouse, 2007).
It is important to understand theories of characteristic leadership traits, and valid
measures of these qualities in potential and actual leaders, as well as perceptions of
employees. Leaders today have to understand that definitions of future leadership are
being created today and not sometime in the future. In an essay by Kanter (as cited in
Hesselbein, Goldsmith, & Beckhard, 1996), he expanded on how "leaders must become

cosmopolitans who are comfortable operating across boundaries and who can forge links
between organizations" (p. 91). c'Business as usual in law enforcement," along with the

parochial mindset in the field of policing has changed. Leaders must erase their
dichotomy of "us versus them," and create new and positive leadership links (Sklansky,
2006).
The world of law enforcement is paramilitary, and as such, it follows a chain of
command structure that is similar to the military. The results of a study conducted to
compare whether women and men officers in the British Army lead in different ways,
concluded that men and women led differently, and women experienced a lack of
congeniality that resulted in hindering their transformational leadership development
(Dunn, 2007). The need to understand and utilize female's leadership, in traditionally
and predominant male environment, was illustrated in a study conducted by Boyce and
Herd (2003) who found a belief, by military cadet males, that women are different fiom
men as leaders.
Relationships appear to be a strong indicator about how women function. Olian
(2004) conducted a leadership aspiration study among senior males and females in the
private sector. He found thatfemales placed a high emphasis on relationships for
success, as opposed to males who felt that knowledge and job placement were most
important for their success. A meta-analysis conducted to examine gender differences in
leadership indicated that male and female leaders were found to have the same leadership
characteristics in the areas of initiating and consideration, and were viewed as equally
satisfied by their direct reports (Dobbins & Platz, 1986). The results of these studies,
both in the military and private sector indicate the need to identify characteristic
leadership traits associated with being an effective leader in law enforcement, and how
they relate to gender differences in the overall organizational climate.

Same Gender Assumption on Leadership Traits
The second problem in this study that has received great attention are the
questions of which gender is better at leading, and whether females occupying leadership
roles lead differently than males. These issues continue to permeate throughout the
workforce in many forms, and many believe that males are better leaders than females
(Bass, Krusell, & Alexander, 1971). These dichotomies between gender differences,
especially the female gender and their leadership style and characteristic leadership traits,
contend that females are suited for relation-oriented leadership and participative
management styles as compared to males who manifest a command and control,
militaristic style of leadership (Oshagbemi & Gill, 2003).
A meta-analysis conducted to compare the effectiveness of males and females in

leadership roles revealed that females performed the same as males and were equally as
effective (Eagly, et al., 1995). Eagly, et al. found that females in past studies fared poorly
in occupations such as the military, where leadership was viewed as more masculine,
males fared far worse in occupations such education, government, and social services.

In a study by Wieck and Prydun (2002), that focused on what the new emerging
workers want fiom its leaders, 35 participants between the ages of 18 to 35 ranked
"honesty," as the highest characteristic trait. While this study reflects honesty as the trait
mostly regarded, it does not provide data on the break down by gender groups.

How Females Feel About Their Leaders
The third problem addressing characteristic leadership traits most admired in an
organizational culture is that few studies have examined how females, as a separate
gender, feel about their leaders. Writings dating back to the 1800s defined the word

leadership in a political context, and as influence in government during the early 19"
century. Appointment to leadership positions during this period was earned because of
the family crest or force. Early leadership theories considered the greatness of "Man"
and the uniqueness that made him a great leader. Females were not present in these
bodies of literatures, and were relinquished without the possibility of elevating their
profile as leaders. These constructed male theory models leave females silenced about
their contribution to leadership theory (Jogulu &Wood 2006).
Females cannot be compared to past leadership themes because of its scarcity. It
is paramount for law enforcement agencies to learn about what females regard as their
desired characteristic leadership traits. As a result, law enforcement agencies can
develop necessary training and mentoring programs to enhance their organizational
climate. Furthermore, law enforcement executives can develop and design proper testing
instruments and administer them in assessment centers to determine whether the
candidate displays the appropriate characteristic leadership traits that are the most
desirable by the organization.
Based on the results of studies conducted over the past 25 years by Kouzes and
Posner (2002) over 75,000 participants constantly rated "honesty" as the number one
characteristicleadership trait they most admiued in their leaders. Therefore, using
Kouzes and Posner's Characteristic of an Admired Leader (CAL) survey is a proven
strategy to obtain reliable data. There is a need to learn what characteristic leadership
traits males and females most admire in their leaders. The results can serve the law
enforcement community by collecting first hand data on a factual basis to better

understand what males and females chose as their number one characteristic leadership
trait they most admired in their leaders.
Leadership Traits
The topic of leadership remains a constant subject in all areas of social life.
However, an understanding and a concrete and definite definition is not closer today than
it was h m the beginning of research in this area (Bass, 1990). Writings depicting the
beginning of trait theories date back to the era before Christ to Hippocrates, who
described "body humor" as a personality trait (Gill, 2006, p. 37). The 1800s defmed the
word leadership in a political context, and it was related to influence in the British
government during the early 1 9 century.
~
During this period, leadership was passed on
from one generation to the next or obtained by seizure. Subsequently, these leadership
theories contain "Man,"as a unique figure with exceptional qualities that make him a
great leader (as cited in Northouse, 2007).
Exemplary Leadership

In the Leadership Challenge, Kouzes and Posner (2002) delved into the issue of
what constituents look for from their leaders by surveying private and government
executives. This study, laden with evidence about the characteristics leadership traits
most admired, builds upon over two decade of research interviews and results gathering.
Kouzes and Posner provide a leadership approach concept that is "practical and workable
on a day-to-day basis" (Murray, 2004,7.3). Their study began by asking people the
following open-ended question: "What values (personal traits or characteristics) do you
look for and admire in your leader?" The responses given amounted to more than 225
different values, traits, and characteristics. These responses were reduced to a list of 20

characteristics. Over 75,000 people around the world have participated in this
questionnaire that asks them to select seven qualities they look for and admire in a leader.
Participants are also asked what they expect from a leader whose direction they would
willingly follow. The results from these responses have regularly depicted that for
leaders to earn their title, they must pass a test with their constituents (Kouzes & Posner,
1995; Kouzes & Posner, 2002).
All characteristics traits most admired in leaders over the last two decades have
received some votes. However, the four characteristic traits more admired by
constituents across continents that continuously have received over 50 percent of the
votes are (a) Honest; (b) Forward-Looking; (c) Competent; and (d) Inspiring. These
characteristics remain constant as the basis for people to follow someone willingly.
Definition of Terns
The following terms and abbreviations are defined for the reader to have a better
understanding and clearer grasp throughout this document. The theoretical definitions
have been defined according to how the terms were utilized in the review of the literature.
These defmitions are specific to the terms used throughout this research study:

Leadership Traits
There are numerous studies on leadership traits, how leaders are formed, and how
to become better leaders. There are as many different definitions of leadership as there
are people who have tried to define it (Bass, 1990; Kotter, 1990). Leadership traits focus
on the identification of the innate qualities leaders possess (Gill, 2006; Northouse, 2007).

Trait Theory

This mid-1900s leadership style is defined by Northouse (2001) as the trait
~
and was one of the first
approach theory developed by Carl Jung during the 2 0 century,
attempts to learn and study what made "great men," "great leaders." This theory focused
on the specific traits that differentiated leaders from followers.
TransformationalLeadership

Transformational leadership became the focus of much attention after James
Burns introduced his research in 1978. In this style of transforming leadership, the leader
conveys his vision to the follower as a process. Sometimes this vision extends to the
organization for change (Kest, 2006). Transformational leadership includes creating a
vision, motivating, being a change agent, building trust, giving nurturance, and acting as
a social architect. It is a very broad concept and it is difficult to define clearly its
parameters.
Exemplary Leadership

Kouzes and Posner provide a leadership approach concept that is practical and
workable on a day-to-day basis (Murray, 2004). Kouzes and Posner delve into what
constituents look for from their leaders by surveying private and government executives.
This study is laden with evidence about characteristic leadership traits that are most
admired, and builds on over two decade of research interviews and results gathering
(Kouzes & Posner, 1995; Kouzes & Posner, 2002). All characteristics traits most
admired in leaders over the last two decades have received some votes. However the four
characteristictraits most admired by constituents across continents that continuously have
received over 50 percent of the votes are: (a) Honest; (b) Forward-Looking;

(c) Competent; and (d) Inspiring. These characteristics remain constant as the basis for
people to follow someone willingly (Kouzes & Posner, 1995; Kouzes & Posner, 2002).

GenerationX Theory
This highly independent computer literate generation of free thinkers was born
between 1965 and 1979, and some grew as latchkey children from single parents. They
tend to ask challenging questions without regard of what upper management t h i s about
them. They enjoy life, financial excess, and view work as support for their lifestyle. This
group wants and expects the things that will impact them to be outlined and clearly
defrned in a pragmatic fashion (Walker, Martin, White & Elliot, 2006).

Generation Y Theory
This flexible, educated, and technological savvy generation was born between
1980 and 1999. They live in the electronic age, wherein computers, DVDs, and cell
phones are their central theme. This group is sociable, of moral values, and less money
conscious. Societal and parental involvement is equally important. Generation Y are
considered the "why" generation because they ask challenging questions regardless of

rank (Crampton & Hodge, 2007; Hwang, 2008).
Situational Leadership
Situational Leadership (SL) was developed in the late 1960's by Hersey and
Blanchard. It is considered a model, and not a theory, because already existing events that
are occurring can be learned, compared to a theory that attempts to explain why things
happen (Hersey, Blanchard, & Johnson 2001). Specifically, readiness is the primary
concept in this model whereby the willingness and ability of the worker is measured in
different leader-follower relationships.

Path-Goal Theory
This theory first appeared in 1971 and was developed by Robert House. The
path-goal theory places the responsibility to accomplish assigned goals on the leader. It
stresses that the success to motivate those under the leader falls on them. Furthermore, it
is the leader's behavior that motivates followers to perform and attain their goals.

Transactional Leadership Theory
In 1978, James McGregor Burns introduced the concept of transactional
leadership. Burns (1978) believed that for the leader and follower relationship to occur,
several levels of motivation and position power had to take place with the same common
goals and perceived purpose. He argued that this leadership process begins when
someone initiates contact with the other for the exchange of something of value. This
exchange "could be economic or political or psychological in nature" (Burns, 1978, p.
19).

Leader-Member Exchange Theory (LUYor Vertical Dyad Linkage Theory)
In their 1975 theory of leader and follower, Dansereau, Graen, and Haga
described a "dyadic relationship" (as cited in Northouse, 2001, p.111). The leadermember exchange theory is different fiom past leadership theories. Previous theories
depended and concentrated on what collective actions of leadership styles leaders
exercised over their subordinates. The LMX is contrary to other leadership styles and
challenges them, because it focuses on an exchange of two-ways relationships between
supervisors and subordinates creating a dyadic relationship.

Purpose of the Study
The purpose of this casual-comparative study is to determine if the characteristic
leadership traits, admired by supervisors in the MDPD differ by gender. This study will
concentrate on male and female supervisors. The Characteristics of an Admired Leader

(CAL) survey developed by Kouzes and Posner (1995) will be used to examine and
compare the characteristic leadership relationships between supervisors. The CAL was
selected because it identifies various characteristic leadership traits which are closely
related with the supervisors in the MDPD. Female advocates assert that a difference in
the leadership styles between males and females exists, and these styles continue to show
an enduring interest (Eagly & Johannesen, 2001; Gardner, 1990). These distinctions

range from the females and male's characters and experiences (Gardner, 1990).
Broverrnan, Vogel, and Broverman, et al. in 1972 stated that females are stereotyped as
leaders, and their leadership styles are inadequate because they are timid, needy, and less
confrontational (as cited by Bass, 1990).
Significance of the Study
The issue of females in leadership roles in law enforcement is a concern of
national significance. As females have not played a significant leadership role in law
enforcement in the past, their leadership traits have been largely overlooked. A review of
the leadership literature revealed no major studies in female characteristic leadership
traits in law enforcement. Shusta, Levine, Harris, and Wong (2002) advised that males
have always dominated the field of law enforcement, and its leadership. Now that
females are emerging in leadership roles it is important to examine what characteristic

leadership traits they admire in their leaders. Moreover, it is also important to understand
how females from Generations X and Y feel about their leaders.
The study will concentrate on what characteristic leadership traits females feel are
most important in their leader in MDPD. This study will have academic value because it
will increase the body of knowledge within the leadership literature as it pertains to the
characteristic leadership traits females desire in their leaders. Females continue to make
gains in the workforce, however, a miniscule proportion of them are gaining levels of mid
and high command positions (NCWP, 2001). Although females are making progress as
leaders, M m j o and Kleiner (1992) found females still face an uphill battle in the
corporate world to get to the top. For this reason, according to Shusta et al. (2002) one
can speculate that females in law enforcement may face the same obstacles.
Females are also facing the prejudice of traditional values ascribed to by males
who consider themselves as the breadwinners and regard females as "stay home momsyy
who should be attending to domestic duties. Unfortunately, the old stereotypes and belief
systems found in these executives create an impenetrable ceiling and hinder females from
reaching the top (Marrujo & Kleiner, 1992). As a result, this study will gain considerable
knowledge and value in the leadership principles of law enforcement within the MDPD.
To this end, the results of this study will provide the police executives of the MDPD and
other interested law enforcement organizations, knowledge about how females feel about
their leaders that can be used for improving their organizational effectiveness, policy
making, training, and promotional practices.

Justification of the Study
Females in law enforcement have increased in the last quarter century (NCWP,
2001; N C W , 2003; Sklansky, 2006). However, there still remains an
underrepresentation of females in top command leadership positions (NCW, 2002;

FMF, 1998; Marmjo 62 Kleiner, 1992). The stereotypical beliefs that females are not
suitable as leaders, and to perform police work, still remains a problem in many law
enforcement organizations (Sklansky, 2006).
This study is important because it relates to the growing female workforce that law
enforcement organizations are experiencing. In addition, females from Generations X
and Y are steadily increasing in numbers as supervisors, and it is important to know what
characteristic leadership traits they desire in their leaders. The leadership literature is
scant about how females feel about their leaders, and the results of this study will provide
information to help understand the female gender in law enforcement.
This study is feasible because it will be implemented in a reasonable amount of
time, and the law enforcement participants are available. Learning what characteristic
leadership traits males and females look for in a leader is researchable because all the
variables are measurable.
Assumptions
This study will be conducted based on the following assumptions:
1) It is important to understand what values (personal traits or characteristics) males
and females look for and admire in their leaders, because this information will
enhance the overall organizational climate.

2) The participants will be forthright in their responses to the Characteristics of
Admired Leaders survey.

3) The characteristic leadership traits found in previous studies will correlate with
the characteristic leadership traits found to be important by law enforcement
practitioners, administrators, and executives.
Delimitations and Scope
The sample population for this study will be limited to the male and female
supervisors who hold the rank of sergeant and above in the Miami-Dade Police
Department. The participants will be over the age of 21. This police department is the
largest in Miami-Dade County, and has approximately 4,700 employees, of which
approximately 3,100 are of a sworn classification. There are approximately 800 male and
female supervisors who have a rank of sergeant and above that will be invited to take the
survey. There are approximately 800 male and female supervisors that will be e-mailed
surveys.
Organization of the Study
Chapter I provide an introduction describing the need to identify characteristic
leadership traits that male and female supervisors fiom the rank of sergeant and above in
the MDPD admire in their leaders to improve the organizational culture. In addition, it
emphasizes the massive personnel retirements that the MDPD began to experience since
2003, and the issues surrounding the Department's high rate of promotions. These
promotions included male and female personnel who are supervising mostly young new
officers fkom Generation X and Y. This situation merits identifying what females and
males in law enforcement look for as leadership traits they most admire in their leader.

This information will help police departments to better serve their organizations and the
community as a whole.
Chapter I1 consists of the review of the literature and theoretical framework
regarding existing characteristic leadership models such as (a) Trait Theory; (b)
Transformational Theory; (c)Exemplary Leadership; (d) Situational Leadership; (e)
Path-Goal Theory;(f) Transactional Leadership; and (g) Leader-Member Exchange
Theory. To accomplish its objectives, this study focused on the need to replicate the
Kouzes and Posner (2002; 2005) studies, in which research questions were asked and
hypotheses tested. The major gaps in the literature consist of the following: (a) The
majority of the literature on leadership has focused on the characteristic leadership traits
most admired by supervisors as it relates to organizational culture without distinguishing
gender; (b) The assumption that both gender groups feel the same is perceived as a lack
of clarity in the literature; (c) A lack on information on what characteristic leadership
traits Generations X and Y admire in their leaders; and( d) The limited number of studies
that have examined how females as a separate gender feel about their leaders.
Chapter 111is comprised of the research methodology, hypotheses, and the
research questions. The research design, target population, sampling, and ethical
considerations are also included. Chapter IV presents the data analysis and results of the
study regarding the research questions and research hypotheses. Chapter V provides the
interpretation of findings, limitations of the study and its practical implications,
recommendations for future study, and conclusion.

CHAPTER n: LITERATURE REVIEW
Introduction
Most Admired Leadership Traits: Overview and Purpose

Common knowledge has it that everyone can describe the characteristic traits of
someone that they consider to be a good leader because of what that leader represents to
them, or has accomplished by motivating others to do things (Kouzes & Posner, 1995;
Kouzes & Posner, 2002). Leadership traits come in many different forms in their
definitions but are generally related to a leader motivating others to do something (Burns,
1978; Gardner, 1990). According to Frigon and Jackson (1996), leadership traits and
principles are important to building leadership.
Understanding characteristic leadership traits that impact the organizational
climate is critical for a healthy organization (Gonzalez, 2000). Furthermore, leaders that
possess good leadership traits add stability to the people they supervise and the
organization as a whole. There are many different responses to the question of what
makes a good leader (Bass, 1990; Bennis & Nanus, 1985; Northouse, 2001; Northouse,
2007), and what are the best characteristic traits of particular leaders (Kouzes & Posner,
1995; Kouzes & Posner, 2002)? These responses become difficult to evaluate when there
is no universal standard response. There is, however, an innate sense that leaders should
posses some degree of honesty to lead (Kouzes & Posner, 1993; Kouzes & Posner, 1995;
Kouzes & Posner, 2002).
The Miami-Dade Police Department (MDPD) began experiencing massive
personnel retirements beginning in January 2003. This phenomenon coupled with mass
hiring and a high rate of promotions raises several issues regarding leadership in the

MDPD. Male and female personnel have started to grow in significant numbers in the
MDPD, and they are being promoted into supervisory roles. These police officers are
mostly young and fiom a different generation with fiesh new ideas about doing police
work, and what they should expect fiom their leaders.

An example about Generation X and how they think is found in a study
conducted by Yu and Miller (2005) about generational groups in Taiwan and their
different work attitude characteristics and different leadership preferences fiom their
Western counterparts.

Yu and Miller (2005) found that Generation X individuals

disregarded hard work over personal satisfaction. These individuals feel more loyalty
toward their profession than the organization and believe autonomy and flexibility is
paramount in their lifestyles and jobs. Consequently, some newly promoted male and
female supervisors in the MDPD will also be from the same generation group and have
the same value system. Coupland's study (as cited in Wieck, Prydun, & Walsh, 1992)
stated that males and females in their 20s and 30s belong to the Generation X group.
These groups are mainly motivated by financial gain and enjoying life. Additionally,
having fun is central to them and expected.
Tulgan (as cited in Wieck, Prydun, & Walsh, 1992) sees this new generation of
grown individuals as involved in their own agenda. Many of these young adults grew up
in a "latchkey" environment, and a high acumen of information technology and creative
thinking. Furthermore, this new emerging generation expects leaders and to be led.
Therefore, it is important to know what qualities they value in leaders.
The issue of characteristic leadership traits most admired by supervisors as it
relates to the police organizational culture is of great significance (Gonzalez, 2000).

According to Pater (2002), the 21StCentury is requiring leaders to create a fast paced
work environment, promote education, and consider patience and authority as less
important factors. The field of policing has always being shrouded with ambiguous
definitions of what makes good leaders. Developing the right leadership strategies is
essential to contribute to a successful organization (Gonzalez, 2000).
The purpose of this review is to critically analyze the theoretical and empirical
literature on characteristic leadership traits desired in an organizational culture. It also
examines differences in perceptions according male and female gender, and recommends
areas of future scholarly inquiry.

Organization of the Review, Scope, and Library Research Plan
The scope of this critical analysis is to examine theoretical and empirical literature
to identify what characteristic leadership traits people look for and admire in their
leaders. The strategy is to identify theoretical and empirical literature that explains male
and female gender views of what they perceive are characteristic leadership traits that
they most admire in leaders. This analysis also critically reviews several books that
contain leadership theories, to analyze whether these leadership theories relate to
characteristic leadership traits found in peer-reviewed journal articles. Additionally,
leadership predictors are presented, and the consequences of each variable for leadership
theory are reviewed. Characteristic leadership traits found in Kouzes and Posner's
(1995) Characteristic of an Admired Leader (CAL) survey instrument are compared to
leadership traits found in the leadership theories discussed. Implications resulting from
leaders lacking certain characteristics leadership traits and the impact that it has in the
organizational culture are also discussed.

Interest, Signzpcance, and Rationalefor the CriticalAnalysis

In general, people all over the world look to follow their leaders. However, these
people want to ensure that their leaders are trustworthy and honest in all of their dealings
(Kouzes & Posner, 1995; Kouzes & Posner, 2002). The question of what makes people
follow their leaders has been analyzed throughout time (Bass, 1990; Bennis & Nanus,
1985; Gill, 2006; Northouse, 2001; Northouse, 2007). Moreover, leadership has a
different meaning to everyone, and to make sense of what makes a leader have followers,
it is helpful to evaluate what others in the field of leadership inquiry have expounded
(Bennett & Hess, 1996). This type of inquiry is taken from DePree (1989) who states,
"The signs of outstanding leadership appear primarily among the followers" (p. 11).
Frigon and Jackson (1996) provide a different definition and advise, "A leader motivates
others to action," and "Thus, it is the motivation of others and their actions that defines a
successful leader" (p. 1).
The complex web of what constitutes a good leader goes beyond the thoughts of
followers, and organizations of all sizes must grapple with this quandary for their
existence. Faced with these challenges, leaders must subscribe to a strict set of leadership
rules that adhere to the highest level of integrity to function in their work environment
(Kouzes & Posner, 1993). It is only when leaders use honesty as their integral model that
it is genuinely accepted. It is often overlooked how followers will often hide their real
views because of the lack of trust toward their leaders. Leaders are found to be dishonest
when they contradict their belief system through their actions and speech. Kouzes and
Posner (1993) maintain that people who are willing to follow someone, "whether it be

into battle or into the boardroom, they first want to assure themselves that the person is
worthy of their trust" (p. 14).
The ability to motivate individuals is a tall order in any organization, and it does
not happen by chance alone. It happens when leaders practice good leadership skills and
are honest throughout the process. Covey (1991, p. 5 1) shares this view, "When you are
living with your core values and principles, you can be straightforward, honest, and upfront." He further comments about honesty when he states, "And nothing is more
disturbing to people who are 111of trickery and duplicity than straightforward honestythat's the one thing they can't deal with" (p. 51). A leader's ability to model honesty can
serve as a p o w e f l tool to mentor followers and lead to powerful and dynamic
interactions which promote a healthy organizational climate. This interplay is
continuous, challenging and fluid.
It is important to understand theories of characteristic leadership traits, valid
measures of these qualities in potential and actual leaders, as well as perceptions of
employees. Leaders today have to understand that future leadership is happening now,
and not sometime in the future. In an essay by Kanter, (as cited in Hesselbein,
Goldsmith, & Beckhard 1996), he expands on how "leaders must become cosmopolitans
who are comfortable operating across boundaries and who can forge links between
organizations" (p. 91). Conducting police business as usual along with the parochial
mindset in the field of policing has changed, and police executives should also become
cosmopolitans. Leaders must erase their dichotomy of "us versus them" and create new
and positive leadership links.

Today, police departments throughout the United States continue to experience
massive losses of seasoned personnel due to retirements and early buy-out programs.
This phenomenon continues at a fast pace and brings new leadership challenges to these
organizations, because new leaders who are younger and less tenured continue to emerge.
Traditionally, police departments have always operated as a quasi-military organization.
These departments are structured and give orders that are expected to be carried out, and
without questions being asked. Moreover they are known for been intractable to
suggestions from the public about how to run their departments.
In addition, this generation of newly hired police officers is used to asking

questions about any subject matter without regards to rank structure. Both of these
circumstances raise several questions about the new leaders. The futwe of the MDPD is
dependent upon its interpretation of the role of its future leadership for positive
organizational growth. The MDPD is the largest police agency in the southeastern U.S.
Its organizational make-up is diverse with over 5,000 employees and with increasing
numbers of women joining the police force. In a study conducted by Wieck and Prydun

(2002) about what new emerging workers wants from their leaders, 35 participants
between the ages of 18 to 35 ranked "honesty," as the highest characteristic trait. This
new generation of workers urges their new leaders to be transparent and honest in their
dealings with employees.
This critical analysis of the literature brings to the forefront diverse leadership
theories that demonstrate different styles of leadership, from framework to conceptual,
and how they are apply to their projected outcomes. The different leadership theories
discussed are not specific to women, and need to be revisited for their interpretation. The

literature about how women feel about the characteristic leadership traits in leaders is
extremely limited and the current study seeks to investigate and provide information
about this question. This analysis concludes with a synopsis and interpretations,
conclusions, and recommendations about characteristic leadership traits.
Review of the Literature about the Characteristic Leadership Traits Most Admired by
Supervisors in an Organizational Culture

Leadership Theories, Qualities, Traits and Characteristics
The definition of "leadership" has always captivated people (Bass, 1990; Gardner,
1990; Gill, 2006) and they seek to find more information to understand how to become
better leaders. Stogdill states "there are almost as many different definitions of
leadership as there are people who have tried to define it" (as cited in Northouse, 2001, p.
2). The search for understanding leadership and its study for meaning dates back to
ancient history (Kets de Vries, 2003; Rost, 1993). For example, writings in the 1800s
defined word leadership as being influenced by politics. Furthermore, leadership and
lineage of the past were synonymous, and so were appointments and the use of brutal
force. Early leadership theories bestowed "Man" and his unique and exceptional
qualities a great leader. Women, however, are not present in these bodies of literature,
and are relinquished without the possibility of elevating their profile as leaders.
Therefore, these constructed male theory models leave women silenced about their
contribution to leadership theory (Jogulu and Wood 2006).
Organizations have different cultures and systems for developing their leaders
through successful planning via a human resource process. This process often fails to
place leadership planning in the hands of line managers, therefore limiting the optimal

development of future leaders in an organization (Groves, 2007). Leadership all around
the world is sought after and considered a high premium. Northouse (2001) points out
that scholarly leadership studies have led to many different interpretations and theories to
explain about leadership and its complexities. These studies have taken different
perspectives, resulting in leadership being seen as a trait, or behavior. These observations
have also resulted in others viewing leadership from a political perspective, or from a
humanistic point of view. The constant changes in our world continue to give different
meanings, and to question leadership theories. The following section of this literature
describes several theories for determining the different approaches and interpretations of
leadership.
Trait Theory
The first scholars interested in trait theory examined leaders for their endowment
of special characteristics (Bass, 1990; Bennett & Hess, 1996). According to Gill (2006,
p.37) the search for the origin of trait theories can be traced to "Hippocrates describing
body h m r as a trait."
This mid-1900s leadership style was defined by Northouse (2001) as the trait
approach theory developed by Carl Jung during the 2ofhcentury, and was one of the first
attempts to learn and study what made people great leaders. This theory was studied with
much interest because it focused on the specific traits that differentiated leaders fiom
followers. It was believed that "great men" of social stature, political influence, and
military might were born with innate leadership qualities and no one else possessed them.
During the mid-1 900s, the trait approach became a source for research, and was
challenged and questioned for its belief in a universal leadership trait. A study by

Stogdill, who investigated leadership traits, found that there were no different traits
differentiating leaders fiom non-leaders (Bass, 1990). However, for a leader to be
effective in a situation, helshe must possess certain traits that are relevant to the situation
in order to function (p.15). Kest (2006, p. 2) described these traits as "intelligence,
initiative and desire to take on responsibility."
Northouse (2001, p. 17) stated that W e r study on trait theory identified 10
characteristictraits associated with leadership:
(a) drive for responsibility and task completion; (b) vigor and persistence in
pursuit of goal; (c) venturesomeness and originality in problem solving; (d) drive
to exercise initiative in social situations; (e) self-confidence and sense of personal
identity; (0willingness to accept consequences of decision and action; (g)
readiness to absorb interpersonal stress; (h) willingness to tolerate frustration and
delay; (i) ability to influence other person's behavior, and (j) capacity to structure
social interaction systems to the purpose at hand.
A review conducted by Kirkpatrick and Locke (as cited in Northouse, 2001) about
leadership traits and their importance contends that leaders are different £rom other
people on six different traits: drive, the desire to lead, honesty and integrity, selfconfidence, cognitive ability, and knowledge of the business. Additionally, individuals
"can be born with these traits, they can learn them, or both" (p. 17).
Greer (2002) indicated that trust and effectiveness go hand in hand, and effective
leaders are those who model the way to success with consistency, honesty, vision and
character, all of which are essential as a building block for developing trust and building
relationships. Trait approach theory serves as guide to understand certain traits that

leaders possess. Trait approach theory has captivated people with its premise that
leaders have certain characteristics that allow them to be good leaders. This theory is
also historical because it describes how leaders have served societies throughout time,
and has become a credible explanation in the search for leadership qualities.
Lastly, trait theory has set leadership qualities observations that offer a plethora of
evidence for the credibility of this theory (Northouse, 2001). Although this theory has
many strengths, it also has many flaws attached to it. There are too many traits that have
emerged as a result of prior studies over the past 100 years as the best traits for leadership
that are unclear and subjective. In addition, this theory has not focused on what
behavioral characteristic leaders have that has influenced their followers (Northouse,
2001).

Transfornational Leadership
Transformational leadership became the focus of much attention after James

Burns (1978) introduced his research. In this style of transforming leadership, the leader
conveys his vision as to how to change an organization to the followers as a process
(Kest, 2006). According to Northouse (2001) this leadership theory is a process that
changes and transforms individuals by concentrating on values, ethics, standards, and
long-term goals. It involves assessing followers' motives, satisfying their needs, and
treating them as 111human beings. This theory plays a pivotal role in precipitating
change, and followers and leaders are bound together in the transformational process.
Transformational leadership includes looking toward the h

e and creating a vision,

having the ability to motivate others, creating change, building trust, creating support for

others, providing reassurance, and being a consensus builder. As the process has so many
facets, it is difficult to define clearly its parameters.
Transformational leadership has clearly defined roles and asks its followers to
change according to the leader's or organization's visions. This change process cm be
viewed as undemocratic as it is top-down. Kest (2006) described transformational
leadership as more open to opinions from its followers. Northouse (2001) noted that
transformational leadership has several weaknesses, including a lack of clarity, because
of the wide range it covers.

In their empirical study regarding the integrity of transformational leaders in
organizational settings, Parry and Thompson (2002) described the ethical nature of
transformational leadership as a hotly debated subject. The descriptors they used to label
transformational leaders included narcissistic, manipulative, and self-centered, but also
ethical, just and effective. In their study, Parry and Thompson (2002) used a national
sample of 1,354 managers to assess the statistical relationship between perceived leader
integrity and transformational leadership by using the Perceived Leader Integrity Scale

(PLIS) and the Multi-Factor Leadership Questionnaire (MLQ). A moderate to strong
positive relationship was found between perceived integrity and transformational
leadership. This key finding is indispensable in an organization because it telegraphs to
leaders that integrity is a component to success, and that transformational leadership
impacts upon bottom-line effectiveness.
To perform as an effective leader, one must have the ability to inspire and
influence others, and have personal or organizational goals. This characteristic of

leadership was found important in the Sixth Century B.C. by Chinese philosopher Lao-

Tm (as cited in Bennett & Hess, 1996) when he wrote:
The superior leader gets things done
With very little motion.
He imparts instruction not through so many words
But through a few deeds.
He keeps informed about everything
But interferes hardly at all.
He is a catalyst,
And although things wouldn't get done as well
If he weren't there,
When they succeed he takes no credit.
And because he takes no credit
Credit never leaves him (p. 77).
Furthermore, Bennett and Hess (1996) suggest that honesty, trustworthiness,
competence, expertise and vision are qualities that people and employees believe are
essential and want in their leaders. These qualities are the foundation to maintaining
credibility, communication and consensus building among followers. Moreover, leaders
need to stand up for these beliefs and lead by these examples when carrying out their
roles.

Exemplary Leadership

In the Leadership Challenge, Kouzes and Posner (2002) sought to find what
constituents expect from their leaders by surveying private and government executives.

This study built its findings about characteristic leadership traits most admired by
constituents by conducting research interviews and gathering results. Murray (2004)
described Kouzes and Posner's Leadership Challenge as both simple and understandable,
and their leadership approach as manageable for everyday activities.
This study began by asking people the following open-ended question: "What
values (personal traits or characteristics)do you look for and admiie in your leader?"
Over 225 responses about values, traits, and characteristics were collected, and were
combined into a final list of twenty characteristics. Over seventy-five thousand people
around the world were surveyed and asked to select seven qualities they looked for and
admired in a leader. Additionally, these participants were also asked about what they
expected from a leader they were willing to follow and believe in. The answers provided
to these questions have regularly indicated that for leaders to earn their titles, they must
be seen as such by their constituents(Kouzes and Posner, 2002).
According to Kouzes and Posner (2002), the characteristic leadership traits most
admired in leaders have been chosen by constituents. Of these, four characteristic traits
most admired by constituents across continents that continuously have received over 50
percent of the votes are: (a) Honest; (b) Forward-Looking; (c) Competent; and (d)
Inspiring. These characteristic leadership traits remain constant in order for people to
willingly follow their leader.
In their 1983 empirical study, (as cited in Kouzes and Posner, 2002), they began
to collect information from people by administeringthe Leadership Practices Inventory
(LPI). The LPI sought to find what people look for and admire in leaders. This survey
was expanded and offered online and attracted participation by a large group of people,

The Leadership Practices Inventory (LPI) and LPI Online have become credible
instruments to use for teaching leadership and have found a useful place in industry. The
success of the LPI comes from businesses, schools, and nonprofit organizations that have
used it. Furthermore the LPI has been validated by many independent researchers. The
LPI is comprised of five practices people found in their personal-best leadership
experiences.
According to Kouzes and Posner (2002, p. 13), when leaders use these five
practices they accomplish extraordinary things in their organizations:
Model the Way.
Inspiring a Shared Vision.
Challenging the Process.
o

Enable Others to Act.
Encourage the Heart.

Kouzes and Posner (2002) expanded their LPI survey and found four characteristic
leadership traits that are consistent with being an effective leader: (a) Honest; @)
Forward-Looking; (c) Competent; and (d) Inspiring. The next three highest leadership
traits surveyed were intelligent, fair-minded, and broad-minded. They indicated that in
every characteristic of admired leader surveys they have conducted, honesty has been
selected more often than any other leadership characteristic and ranked at the top of the
list.
In a study conducted to identifir candidates views of bosses, colleague and
subordinates, 150 participants indicated in their responses that there were 20 desirable
characteristics that they felt were important. The results indicated that in all three groups,

honesty and competency were highly favored. However, there were other responses that
were also considered to be at the top @urnham, 2002). The Furnham study, as well as
Kouzes and Posner's are somewhat dissimilar in that they use different numbers of
characteristic leadership traits to factor responses from their participants. This
comparison represents a wide and diverse range of responses because of the differences
in the participant's make-up on the Kouzes and Posner's study versus the Fumham study.

Generation X Theory
This generation was born between 1965 and 1979, and some grew up as children
of single parents. This generation is computer literate and highly independent as a result
of spending time alone while growing up and having to make their own decisions. They
are fiee thinkers who will ask challenging questions without regard of what upper
management thinks about them. They consider life as an enjoyment, have no regard for
wasteful spending, and do not consider work as their center of universe. This group
consider themselves to be practical individuals and expects clear sets of instructions in
their work environment (Walker, Martin, White & Elliot, 2006).
Wieck, Prydun, and Walsh (2002) conducted an empirical study about what the
emerging workforce wants from its leaders. In this study, they used Tulgan's Managing

GenerationX(1995), and found both emerging and entrenched workforces wanted and
ranked "honesty" from its leaders as the highest characteristic. In the same vein, Trevino,
Hartman, and Brown (2000), conducted a study whereby chief executive officers and
senior executives were interviewed to learn what constitutes a moral person and moral
manager. They discovered that honesty, trustworthiness, and integrity are traits that
executives most often associate with ethical leadership. These two groups appear to

gravitate toward the same wants and needs as it relates to honesty. However a dichotomy
might exist based on Generation X members choosing and seeing life enjoyment as their
priority over operating outside the organization's image and value system. The baby
boomers generation is currently retiring or considering retirement in the near future, and
the new emerging Generation X members are beginning to fill vacant positions in the
labor market. The literature depicts this generation as having different work environment
needs. This group represents an interesting scenario for leaders and their leadership
behavior based on old and entrenched attitudes and established organizational cultures
(Rodriguez, Green, 62 Ree, 2003).
Generation Y Theory
This flexible, educated, and technological sawy generation was born between
1980 and 1999. They live in the electronic age, whereby computers, DVDs, and cell
phones are their central theme. This group is sociable, has moral values, and is less
money conscious. Societal and parental involvement is equally important. Generation Y
are considered the "why" generation because they ask challenging questions regardless of
rank (Crampton & Hodge, 2007; Hwang, 2008).
Situational Leadership
Situational Leadership (SL) was developed in the late 1960's by Hersey and
Blanchard, and emphasizes what leadership approach the leader should take according to
the task at hand (Hersey, Blanchard, & Johnson, 2001). Moreover a leader's success is
measured by how successful a follower becomes. Situational leadership is designed to
have the leader adjust to the leadership style according to the individual or group
readiness level that the leader is trying to influence in the task at hand. This practical

model is geared toward influencing one's behavior at the level of the participant because
there is only one best way to influence people. The general consensus in this model is the
design of the varying relationships a leader can apply throughout the process to the
follower, to accomplish a task. Hersey et al. (2001, p. 182) described the Situational
Leadership Model in the following manner:
S1 - Telling (High Tasknow Relationship): Provide specific instructions and
closely supervise performance.
S2 - Selling (High TasMHigh Relationship): Explain decisions and provide
opportunity for clarification).
S3 - Participating (High Relationship/Low Task): Share ideas and facilitate in
decision making.

S4 -Delegating (Low Relationship/Low Task): Turn over responsibility for
decisions and implementation.
Follower Readiness evaluated:
R1- Unable and unwilling or Insecure
R 2 - Unable but Willing or Confident

R3 -Able but Willing or Insecure
R4 -Able and Willing or Confident.
This model is different than others, because it centers on the leader's flexibility and
support toward the follower, as that follower rises to competence in the right situation.
Northouse (2001) explains that "effective leaders are those who can recognize what
employees need and then adapt their own style to meet those needs" (p. 56). The
situational leadership model is viewed as a competent model because of the flexibility

inherent in its construction. Kest (2006) assesses the model and advises that it is easy for
leaders to follow and make the appropriate leadership to follower corrections during
different periods of the situation. According to Hersey, Blanchard, and Johnson "there
are few, if any, leaders who cannot learn to use all four basic leadership styles" (p. 267).
Path-Goal Theory

This theory first appeared in 1971 and was developed by Robert House. The
path-goal theory places the responsibility to accomplish assigned goals on the leader. It
stresses that the success to motivate those under the leader lies on them. Furthermore, it
is the leader's behavior that motivates the followers to perform and attain their goals.
However path-goal theory has its roots fiom expectancy theory whereby the subordinate
will accomplish their work based on their belief that they are able and know the outcome
is significant (Northouse 2001). This theory is further expounded upon in a paper that
discusses principles of leadership. Kest (2006, p. 6) focuses on the four basic leadership
behaviors of the path-goal theory developed by Robert House:
1) Directive leader - Subordinatesknow what is expected, schedules work to be

accomplished, and gives specific guidance on how this is to be accomplished.
This approached is successll when subordinates want authority and their
ability is low.
2) Supportive leader - Is friendly and shows support and concern for the needs
of the followers. This style is appropriate when the followers do not want
dictatorial leadership and the formal leadership is weak.

3) Participation Leader - Consults with group members and uses their

suggestions before making a decision. This style works when the follower's
abilities are high and they want to make the decision.

4) Achievement oriented leader - Sets challenging goals and expects followers to
perform at their highest level. The followers know they will be rewarded for
their performance.
The path-goal theory implies that several leadership styles can be used to have an
impact on the satisfaction and work performance of subordinates. This theory promotes
monitoring subordinate performance as it relates to motivational factor. Moreover, the
model is guideline specific, thus it specifies what goals the subordinate needs to achieve.
A glaring criticism about path-goal theory is in the confusion that is created in the
interpretation of the different leadership approaches a leader takes when applying it to a
preferred leadership style. This criticism is compounded by the fact that this theory
makes followers dependant on their leaders, and it impedes the growth of the followers
without the possibility of recognizing their full potential (Northouse, 2001).

Transactional Leadership Theory

In 1978 James McGregor Burns introduced the concept of transactional leadership
and transformational leadership. Burns felt that for the leader and follower relationship
to occur, several levels of motivation and position power had to take place with the same
common goals and perceived purpose. He argued that this leadership process begins
when someone initiates contact with the other for the exchange of something of value.
This exchange "could be economic or political or psychological in nature" (Burns, 1978,
p. 19). The leader in the transactional setting according to Covey (1991) ccfocuseson the

bottom line and is event-centered" (p. 285). Covey, in his book Principle-Centered
Leadership (286) provides the following frame of traits as it relates to the ways

transactional leadership is viewed:
Builds on man's need to get a job done and to make a living
Is preoccupied with power and position, politics, and perks
Is mired in daily affairs
Is short-term and hard-data oriented
Confuses causes and symptoms and concerns itself more with treatment
than prevention
Focuses on tactical issues
Relies on human relations to lubricate human interactions
Follows and fulfills role expectations by striving to work effectively with
current systems
Supports structure and systems that reinforce the bottom line, maximize
efficiencyand guarantee short-term profits (p. 286).
In recognition of the divergent peculiarities between transactional leadership and
transformational leadership, Kuhnert (1994) stated that the transactional leader is not
involved in the welfare or development of the subordinate. This style of leader enters in
an exchange of value for the enhancement of both, the leader and the subordinate (as
cited in Northouse, 2001). Moreover according to Kuhnert and Lewis (1987), these
leaders are further described as powerfid figures because of the influence they exert on
their subordinates in the exchanged process (as cited in Northouse, 2001).

A 2007 study by Korkmaz examined the effects of the leadership style of school
principal's transformational leadership and transactional leadership on teachers' job
satisfaction on school organizational health in Turkish schools. The results of the study
showed that teachers preferred a transformational leadership style over a transactional
leadership style. According to Korhmaz, this style of leadership is conducive to elevated
job morale and establishes good lines of communications between teacher and principal.
Korkmaz further expanded on the subject by indicating that "teachers with a high level of
job satisfaction and working in a healthy atmosphere will work more enthusiastically and
be more helpfd to their solutions" (p. 11). This study signals that a transactional style of
leadership on a new generation of workers presents a quagmire for healthy relationships

in an organizational culture.
Leader-Member Exchange Theory (ZMX or Vertical Dyad Linkage Theory)
The LMX theory was fist introduced (as cited in Northouse, 2001, p.11 I) by
"Dansereau, Graen, and Haga (1975), Graen and Cashman (1975), and Graen (1976)."
Leader-member exchange theory is different from past leadership theories. Previous
theories were based and focused on a collection of leadership styles exercised over
subordinates. The LMX is contrary to other leadership styles and challenges them
because it focuses in an exchange of two-ways relationships between supervisors and
subordinates creating a "dyadic relationship" (p. 111). Early LMX studies focused on a
leader to subordinate struchue and became an interplay process whereby the group
followers accepted responsibilities. Another group, the "out-group" surfaced, but it
differed based on an outlined work process (Northouse, 2001).

Graen & Uhl-Bien; Liden, Wayne, & Stilwell (as cited in Northouse, 2001) stated
that results from prior research studies suggested that high leader involvement and
commitment with follower, and high acceptance of followers, will benefit an organization
by producing an overall satisfied employee.
Organizational commitment becomes a forefront issue when LMX theory is
applied to both the in-group and out-group subordinates by its leaders. Organizations
should be aware with their out-groups that lack high quality leader support, because these
groups can develop a lack of trust toward their leaders. Ferres, Connell, and Travaglione
(2004) noticed from previous research studies, that organizations that only place their
trust in their managers can lead to workers mistrust of that organization. Their study
gleaned that trust is a key component in coworkers in an organizational setting, and
organizations will benefit from coworkers organizational support based on the trust
placed on workers (Ferres et al., p. 7).
Significantly, LMX theory goes beyond diminished organizational support from
coworkers as a result of their lack of trust by supervisors. In a study by Case (1998) that
explored the theoretical beliefs of LMX theory, he examined the interaction between
coaches and athletes starters "in group" and coaches and athletes nonstarters "out group"
from a summer camlj basketball team comprised of females. A group comprised of 178
female athlete participants with at least one year of organized basketball playing was
used. The central theme of the study was that starter athletes would score higher than
their nonstarters. Cashman, Linden, and Graen (as cited in Case, 1998) advised that "past
research has shown that a high score on the LMX instrument is reflective of a supervisor
who facilitates a subordinate's role development by providing information, influence, and

support beyond that expected in the normal supervisor and subordinate relationship (p. 3).
In this study, any participant who started in one game out the five member team was
classified as a starter. As a result, 131 participants were classified as starters and 47 as
nonstarters. The results demonstrated that leader-member exchange plays a pivotal part
about how players rate their coaches. The in-group players rated their coaches
significantly higher than the out-group players.
Organizational performance is essential in any competitive environment.
Therefore it is important for leaders to identify their subordinates within the "iny' and
"out" and develop their performance via the leader and subordinate relationship process.
Several studies conducted by Graen and Novak, and Vechio and Gobdel (as cited in
Case, 1998) looked into the exchange in relationships and performance and provided the
following:
leader member exchanges, such as those which exist with 'in group' members, are
clearly associated with higher performance levels on the part of subordinates. If a
coach is aware of the special 'id and 'out' exchange relationships which occur, it
is possible that he or she may be able to adjust to the needs of potential 'out'
group members and this may result in enhanced performance by these
individuals" (p. 4).
According to Graen and Scandura (as cited in Tmckenbrodt, 2000) there is not a
one-size-fits-all system of leader to subordinate leadership style at different stages for ingroup and out-group The lack of consistent relationship exchanges occurring creates an
atmosphere of inconsistency and further promotes questionabletrust among
organizational members who lack from high relationships. This interplay can also occur

from the subordinate's low interest in organizational matters as a result of a distant
relationship interchange created by the leader to subordinate dynamics. This chain of
events may lead to distrust and several factors that deal with the success of an
organization may suffer. Leaders also play a continuous role in how they extend the level
of trust to individuals under their control to promote loyalty and trust.
In a study conducted by Hu (2007), employee criteria of the relationship, loyalty
and competence on the trust attitudes of 217 Taiwan and 132 United States corporate
managers was measured. Hu argued that we live in a world of constant information
overload, and managers must constantly be vigilant of their subordinate's performance
within the organization environment and monitor their performance. Hu M e r
explained that there are different levels of interaction between leaders and subordinates
and based on these interchanges a subordinate is afforded a higher degree of resources.
Hu stated that in the Chinese corporate business structure subordinate categorization is
measured based on the proximity between leader and subordinate relationship. This
relationship is m e r defined based on subordinate loyalty and competence.
Hu observed that there is a distinction between the Chinese and Western
managerial methods that affect how leaders associate with subordinates. According to
Leung and Bong (as cited in Hu, 2007), Chinese and western forms of management styles
differ in "cultural values and social norms, as well as from the interactive relationship

with subordinates @. 1). In the Chinese corporate management culture, Cheng noted,
"guanxi" is based on the proximity between the subordinates toward their supervisors (as
cited in Hu, 2007). This proximity and the level of relationship that is formed play an
important role between them. Employee status enhancement is further elevated by their

"loyalty and competence" (p. 1). This distinction is important for describing how
different cultures might affect the different generations of working class individuals that
are presently working or entering the new market segment.
The results of the study conducted by Hu (2007) concluded that U.S. supervisors
based their trust on subordinates according to their sense of responsibility and work
know-how. The measured results for the Taiwan supervisors revealed that they based
their trust on subordinates according to their affectionate attachment. This is an
important observation for leaders to observe whenever they expand and apply
relationship levels to emerging and varied and multi-cultural employees that permeate the
organizational culture.
Measurement of Leadership Qualities, Traits and Characteristics:
Methodological Review
The question of which leadership style serves best in any situation continues to
permeate in leadership and theory research and is dichotomized in relation to its
relevancy and total meaningful category. The troublesome, fastidious, and exponential
findings from the "great man"leadership theory, with its obscured transparency and
difficulties throughout the times to consolidate trait integration definitions, have annulled
a concrete framework for meaningful interpretation (Yukl, Gordon, & Taber, 2002).
Stogdill (as cited in Northouse, 2007) challenged the belief that there was an
inborn element of leadership characteristics that set leaders apart from non-leaders in
varied forms of situations. Stogdill analyzed and synthesized trait studies that spanned
over half a century. Stogdill then took the Leader Behavior Description Questionnaire

(LBDQ) that was originally used by a group of Ohio State researchers to analyze

leadership behavior when leaders were leading a group or an organization, and reduced
the item to 150 questions. This questionnaire was given to a wide range of people in
different branches of organizations including the military, education, and the private
industrial complex. The questionnaireresults found that leaders shared and had some
common leadership characteristics. Stogdill took this questionnaire and created an
abbreviated 20-question instrument version called the LBQD-;YZ. The LBQD-XlZ
became the standard questionnaire in research (pp. 69-70). In his research, Stogdill found
that leaders emerged as structural goal-setters and relationship nurturers to their followers
(pp. 70-71).
According to Northouse (2001) the most commonly used instrument to measure
the fill range of leadership styles in transformational leadership is the MuItifactor

Leadership Questionnaire (MLQ). This measuring instrument defines the leadership
style of a leader as perceived by their followers and the dynamics viewed in the
transformational leadership context (Northouse, 2001).
A new approach in the transformational leadership model that is concerned with

how leaders inspire followers to become their change agents is Kouzes and Posner's

Leadership Practices Inventory (LPI) model. Kouzes and Posner (2002) began a
research study more than two decades ago on which leadership characteristics traits
followers expect from their leaders. In the study, the Leadership Practices Inventory

(LPI), a quantitative instrument with reliability was used. The LPI asked what personal
traits or characteristics constituents look for or admire in their leaders. Over 225
characteristicstraits were identified and subsequent analysis reduced these items to

twenty characteristics. According to Kouzes and Posner (2002), since the 1980s,
"honesty" has ranked at the top of their surveys.
Hartman (1999) used the LPI to examine leadership traits and behaviors for their
effectiveness in different situations. Hartman used a group of 46 participants comprised
of 32 men and 14 women in upper senior management levels. The results of their study
showed that effective leaders are those who exhibit warmth, are easy to get along with,
and are kind and trusting.
The conceptual LPI model is designed for everyone to practice in their exemplary
leadership style of promoting others to accomplish extraordinary things (Northouse,
2007). The premise that exemplary leadership will catapult a follower into
accomplishing extraordinary things is followed by situational leadership, which implies
that different leadership is required for different situations.
Situational Leadership Theory (SLT) developed by Hersey and Blanchard in the
late 1960s proposes that people complete their tasks at different levels of their readiness.
Supervisors tend to supervise their subordinates based on how ready the person is in
accomplishing their specific function. Additionally, in order to assess the readiness of
their subordinates, supervisors observe and adjust their level of supervision based on how
knowledgeable the person they are supervising is in completing their work. This type of
supervision is also conducted in group settings whereby some group members are not at
the readiness level of the rest of the group members (Hersey, Blanchard, & Johnson,
2001).
In the Chen and Silverthome (2005) study, "Leadershipeflectiveness, leadership

style and employee readiness," 350 survey instruments were mailed randomly to selected

managers throughout the U.S., and a total of 126 anonymously completed surveys were
returned. The purpose of this study was to test Hersey and Blanchard's Situational
Leadership Theory about leadership effectiveness and employee readiness. Several
measures were used to obtain leadership result's measures including employee job
satisfaction, performance, stress levels, and job ending intentions. SLT is designed for
leaders to adopt their styles based on the adeptness and willingness of subordinates to
complete a task, and according to their readiness level. Chen and Silverthome (2005)
found that leadership style and subordinate readiness did not support the SLT prediction
of employeejob satisfaction,job performance, reduced stress levels, and reduced job
ending intentions. The study did partially support that leaders who score high in
leadership scores are more effective and influential with their subordinates. Leadership
score did not predict the subordinate's job satisfaction outcome, but ability and
willingness coupled with employee job satisfaction and job performance was correlated.
Another positive correlation of importance was willingness and job satisfaction and job
performance; however, they were not correlated with job turnover intention (Chen and
Silverthome, 2005).
Much rhetoric is heard about the dynamics between leaders and their
subordinates' readiness. Attempts to justify the actions of the leaders to mold their
subordinates are also amplified in the SLT model. According to a study by Ensby (2005)
"most workers want to do the right things but do not know how to drive out the fear" @.
1). Managers and supervisors must learn to identifl those subordinates who do not know
how to accomplish the tasks, and those that lack the ability to cany out their tasks. These
supervisors must then become micro-managers in the "telling" mode of the SLT model

(Ensby, 2005). In addition to SLT theory, there are other leaders to subordinates
measuring management styles describing how leaders motivate their subordinates to get
things done (Northouse, 2007)
Path-goal theory developed by Robert House draws from the area of subordinate
motivation. Its theory concentrates on enhancing subordinate performance and
satisfaction via leaders focusing on employee motivation toward task accomplishment.
The theory suggests that leaders need to identify what motivates individuals, and then
choose leadership behavior styles that motivate or supplement the individual's work
environment (Northouse, 2007).
The aim of path-goal theory is for leaders to help subordinates accomplish their
goals by providing them a clear path toward this attainment. Silverthorne (2001)
conducted a study to find how the application of this theory in a non-western culture
would work. The participants, included peers, managers, and subordinates from major
companies in Taiwan and were comprised of 46 managers, 46 peers and 92 subordinates.
Both males and females were included in the sample, and their level of task structure was
perceived to be the same. Silverthorne measured three leadership characteristics
including instrumental, supportive, and participative leadership. Use of these three
characteristics styles was reported higher by supervisors, although perceived by
subordinates to be used less than described by their supervisors (Silverthorne, 2001).
Path-goal theory continues as a model that suggests it is the leader who is
responsible for motivating followers to perform and attain their goals based on their
belief that they are able and know the outcome of their work is significant (Northouse,

2001). This theory further indicates that leaders who invest in their subordinates will
create a positive environment for them.
In Transactional Transformational Leadership theory introduced by James
McGregor Bums (1978) the follower's motivation and process to complete a task lies

with the position power perceived and the purpose of the leader. Brymer and Gray
(2006) conducted a research study about outdoor leadership and used the transactionaltransformational leadership model as the basis for understanding leadership. The study
found that when leaders take a positive approach toward their subordinates,job
satisfaction will be enhanced in the eyes of the followers. This mutual agreement
remains positive according to Klirnoski and Hayes (as cited by Brymer and Gray, 2006)
and positively impacts the follower's work performance and satisfaction. The
measurement of follower performance is sometimes not conducted without the leader
creating a check and balance process, and their performance may go unnoticed until
something goes wrong. The leader will then intervene and apply the term "managementby-exception" (p. 3). Brymer and Gray (2006) contended that this interplay can take a
passive or active form of supervision.
Burns (1979) in his book "Leadership" claimed that "Leaders and followers may
be inseparable in function, but they are not the same. The leader takes the initiative in
making the leader-led connection; it is the leader who creates the links that allow
communication and exchange to take place" (p. 20).
LMX theory takes a different approach in its measurement of success. Success is
measured based on the level of leader and follower interactions. According to Northouse
it is the "dyadic relationship" through a combined effort between the leader and follower

that makes it work (p. 151). This theory is centered on the leader-member relationships
to learn which group dynamics are taking place. The versatility of LMX theory is that it
is applicable throughout an organization and is not limited to just one level of employee
(Northouse, 2007, pp. 161-62).
Bhal(2006) examined justice and equity as social exchanges, and how they
should be incorporated in the dyadic interplay of the LMX to predict subordinate
outcomes. The study was conducted in India and there were 306 responses from
professionals from 30 software companies throughout India. According to Scandm (as
cited in Bhal, 2006) the author reported "that the relationship between LMX and
citizenship behavior gets operational through the perceived justice of processes and
interactions" (p. 5). Bhal found that the "contribution dimension of LMX is more likely
to predict citizenship behavior than the affect dimension of LMX. Further, procedural
and interactionaljustices fully mediate the relationship of perceived contribution with
citizenship behavior, and distributivejustice does not mediate this relationship" (p. 1).
LMX theory revolves around leader and follower interplay. This theory suggests
that leaders need to be fair to of all of their subordinates, regardless of which group they
belong to. It further reminds leaders to trust followers who directly report to them
regardless of their status because they want to relate to their leaders in a "special way"
(Northouse, 2007, p. 162).
Differences in Perceptions of Leadership Qualities According to Gender
Leader-Supervisor Perceptions
Valentine and Godkin (2000) made a compelling case about how subordinates

feel about men and women in supervisory capacity. They explained that the reason for

this study is due to the growing number of women that have assumed leadership roles in
organizations over the past decade. According to Daley and Naff; Kent and Moss; and
Owen and Todor (as cited in Valentine and Godkin, 2000, Introduction section, para. 1)
the number of women in the work environment has grown significantly and will continue
to increase well into the future. This increase is dramatic and has drawn attention from
organizational scholars. In addition, it has created a purpose for understanding leadership
dynamics as it relates to women and leadership. In the process of understanding women
and gender leadership, Valentine and Godkin (2000) conducted a study involving 7,733
young working adults nationwide to explore the relationship between supervisor gender
and perceived job design. They found that there was a dramatic increase of women in
leadership positions augmenting the leadership style pool. Daley and Naff, (as cited in
Valentine and Godkin, 2000) believed that these different leadership styles attributed to
women may "affect employees perceptions of the job itself' (p. 1).
The way women lead in organization in the fields of business and education was
the focus of a Trinidad and Normore (2005) study. Their research revealed that women
were democratic and used a participative leadership style in the business world and the
field of education. Trinidad and Normore found women preferred transformational
leadership and engaged in building working relationships and lines of communication for
team building (p. 1).
Women were less conflictive and competitive compared to men. They were also
less controlling. These qualities coupled with their perceived good communication skills
were considered an asset in the organizational culture (Valentine and Godkin, 2000).
Hence, Jogulu and Wood (2006) stated that in 1990, studies on leadership gender

differences with female supervisors began to report that women were seen as positive
figures as leaders because they were considered participative and democratic in their
roles. The findings in the Valentine and Godkin study suggested that there was a highly
significant relationship between supervisor gender and perceptions of job scope.
A study conducted by Valentine, Godkin and Turner (2002) focused on the
impact that management gender had on subordinates' perceived job responsibility and the
intentions of the subordinate to seek employment elsewhere. The authors used a sample
pool of 1,825 supervisors employed in different industries. The findings indicated that
those subordinates who reported to a female manager felt they had lower job
responsibility as compared to their male manager counterparts. Additionally, the results
showed that supervisors who reported to female managers had higher intentions to seek
employment elsewhere than those who had a male manager (p. 1).
Research h m a number of writers have suggested that women working in a male
dominated industry experience pressure to alter their leadership style thus impacting their
mental health. In a study conducted by Gardiner and Tiggemann (1999), 60 women and
60 men managers were investigated on their leadership styles, stress levels and mental
health. The results of the study showed that there was no difference in a male dominated
industry, although women showed more interpersonal relationships in a femaledominated industry than men. Women also reported more pressure in their work
environment in both male and female dominated work environments, and although there
were no differences between women and men's mental health, women reported poorer
mental health in male dominated industries when they used an interpersonally oriented
leadership style. These findings are indicative of the influence that gender, and the

gender ratio, have in leadership style, stress and mental health. Moreover, these findings
help us understand the barriers imposed on women while working in senior management
roles in male-dominated environments (Gardiner & Tiggemann, 1999, p. 1).
Follower-Subordinate Perceptions

Van Engen, Leeden, and Willensem (2001) conducted a field study to investigate
whether gender influences the leadership behavior of male and female managers. The
sample participants were selected from a pool of four of the largest retail stores (out of
64) in the Netherlands. The supervisors were charged with the responsibility of

supervising 10 to 50 shop assistants. Questionnaires were distributed to a total of 93 1
shop assistants, and the overall response rate was 39%. The leaders of the four
department stores were men. As predicted, no gender differences in leadership styles
were found. The writers noted that the department store size played an influential part on
the outcome of the study (Engen, Leeden & Willensem, 2001).
The frst part, of a two-part, 20-year women in management study by Merrick
(2001) examined ethics and gender stereotype in the area of management. It also
investigated how women function by using both their feminine and masculine roles. The
study pointed out that for women to succeed in management, they must resort to adopting
a male role. Women who adopted a socialization style of leadership in their work
environment became victims due to their acting to fit in and get along. These actions
created conflict for women because of how they truly felt inside. The stereotypes
endured by women also involved the managerial sex-role relationship orientation.
Women were warned not to take risks at work, and settled for the roles outlined for them
from those who elevated them. The issue of women hired for their brains took a back

seat to the issue of women being hired for their looks. This point was illustrated in
Merrick's study by the following example: "an executive for a major network was
recently questioned on CNN about the increasing numbers of attractive women on
network news. He conceded the networks hired anchorwomen who are attractive, but
justified the choices in that these women would not remain in the positions long if they
could not prove they, also, had brains" (p. 4).
Another issue that was a source of the Merrick study was group clique
acceptance. In a study about the characteristics of cliques in the work environment, Ross
(as cited in Merrick, 2001) found that: "a man is more acceptable to a male clique. For a
woman to increase her chances in the male-dominated management field, it is imperative
for her to make herself invaluable to the male clique-become one of 'the boys"' (p. 5).
The list of the stereotype beliefs perpetuates even further. Women are also seen
as lower achievers as opposed to men, and are negatively phrased by men as to why they

are more suited for some jobs than others. The woman supervisor-subordinate
relationship was investigated in a study conducted in 1965 by Bowman et al. (as cited by
Merrick, 2001). The study found that 86 percent of men, and 77 percent of women,
believed that men were more uncomfortable while working for a woman supervisor. The
study also found differences in the evaluation of male and female supervisors.
In a study conducted by Pulaskos and Wexley (as cited in Merrick, 2001, p.9), the
Minnesota Sadisfactoriness Scales (MSS) was used to measure both the subordinate's

performance according to the upper level manager, and how well the subordinate got
along with their supervisor and co-workers. Ninety-three percent of subordinates
answered the questionnaire about how they felt toward their managers. The results found

lower performance levels in dyadic relationships, whereby mutual dissimilarity between
managers and subordinates played a role. Furthermore, the sex of the subordinates
impacted how their supervisors, who were mainly males, rated them. The results also
revealed that some will evaluate others more favorably based on how they perceive them
as being similar to them. The study further showed that where there was dissimilarity,
managers were less helpful toward enhancing their subordinate's self-worth and were not
as facilitative toward helping them to reach their goals (Merrick, 2001, p. 9). This

empirical study revealed that women were systematically excluded in decision-making
based on false perceptions, and women were falsely portrayed as less capable of
leadership roles.

An article by Friedlander (2002) tried to overcome impediments to women's
leadership advancement by providing key points about women's capabilities and how
they can scale to new heights. Friedlander pointed out, that retired Brigadier General
Wilma L. Vaught, as the keynote speaker at the spring's Advancing Center for Women &
Policing in Washington, D.C.,encouraged women in the audience to advance in women's
leadership roles by breaking the glass ceiling and moving ahead. Vaught lamented that
barriers have been placed in women's pathways for advancement and still continue.
Furthermore, she reminded the audience that the percentage of women in police
departments with 100 or more officers was still small at 12.7 percent in 2001, and down
from 14.3 percent in 1999. Additionally, a random sampling of 384 small police
departments with less than 100 officers revealed that 8.1 percent of the officers were
women, while only 3.4 percent held top command positions. Sadly, in these smaller,

rural departments, 97.4 percent have no women in top command (Friedlander, 2002, p.

The current state of women in leadership is hard to compare with past leadership
themes because of women's absence in leadership roles. However, leadership attitudes
toward women in management remains rooted in the past. Liu and Wilson (2001)
examined the women's workforce pool in Britain. They pointed out that working women
were significantly growing, in Britain where they made up 51 percent of Britain's
population of 58.7 million. The increase in working women, while significant, did not
increase their opportunities for career advancements. Wilson also found that little has
changed in terms of employee's perception of working women. Wilson further found
that the gender disparity, lower salary, family responsibility, and age disparity were
significant barriers obstructing the development and future of women in the business
world (p. 1). How women are perceived mainly by male supervisors, male peers and
male colleagues create limitations for women's career growth.
Discussion of the Literature
The purpose of this critical analysis was to review the theoretical literature and
empirical studies about different leadership theories in order to provide an understanding
of leadership characteristics, qualities, and traits that are most admired by supervisors in
an organization culture. The review also examined trait theory, transformational theory,
exemplary theory, generation x theory, generation y theory, situational theory, path-goal
theory, transactional theory, and leader-member exchange theory. The dynamic interplay
between supervisor and follower and perceptions created fiom their interaction was
explored. These relationships were examined fiom the perspective of different leadership

theories and how they impacted organizations according to these theories. Several
empirical studies on leader and follower's interactions were reviewed to examine
underlying methodologies about how gender differences and perceptions impacted
organizations. The theoretical and empirical literatures were found to lack sufficient
gender comparability comparisons as it related to characteristics leadership traits most
admired by women. Assessing perceptions of leadership qualities according to gender
garnered favorable results.
The theoretical literature that examined trait theory was mainly concerned with
the "great meny'and their accomplishments, and what made them "great leaders"
(Northouse, 2001). In discussing transformational leadership, Kest (2006) made
reference to leaders that use this style by conveying their vision to their follower as a
change process, and how this process can be viewed as undemocratic. This theory
suggests the use of multiple change agents without clearly defined parameters. Northouse

(2001) similarly noted that transformational leadership has several weaknesses because it
lacks clarity due to its multitude of agents.
A theory that appears to provide an understanding of what characteristics
leadership traits are sought by gender groups is Kouzes and Posnerys(2002) exemplary
leadership. In their empirical study, Kouzes and Posner, questioned over seventy-five
thousand people around the world about the characteristic leadership traits of effective
leaders sought by their followers. Honesty was continuously given as the number one
response. However, it is unclear if females ranked honesty their number one choice.
Generation X is another theory about how people view leadership characteristics in the
emerging workforce. This generation, comprised of grown latchkey children, is defined

as being free thinkers. They will ask challenging questions without regard of authority
and this group also ranked honesty as their highest characteristic trait in leaders (Walker,
Martin, White & Elliot, 2006; Wieck, Prydun, and Walsh, 2002). Kouzes and Posner's

exemplary leadership theory and the latter empirical study helped to establish
characteristic leadership traits most admired.
Situational leadership theory uses readiness as its primary concept where leaders
measure the ability of followers to complete their task. The notion that followers have
different levels of readiness is evident due to their experiences. This theory can be
practical when leaders are dealing with individual followers. However, this model
becomes impractical when dealing with groups as a whole, and leaders attempt to lead in
simultaneous and precarious situations (Northouse, 2001). In path-goal theory leaders
are responsible for accomplishing assigned goals. This theory further stresses that the
success to motivate others lies with the leaders. This theory focuses on four basic
leadership behaviors: directive leader, supportive leader, participation leader, and
achievement oriented leader (Kest, 2006). This theory is consistent because the leader
monitors the subordinate's behavior as it relates to a motivational factor. The downside
of this theory is the tendency that some leaders may apply different leadership styles over
a preferred leadership style.
Transactional leadership uses position power to motivate someone to do
something. The exchanges, according to Burns (1978), "could be economic or political
or psychological in nature" (p. 19). Moreover, according to Kuhnert & Lewis (1987),
leaders are described as powerful figures because of the influence they exert on their
subordinates in the exchange process (Northouse, 2001). In his study on transactional

leadership, Korkmaz (2007) noted, that teachers chose transactional leadership as their
preferred style for their principals. Korkmaz believes that this style presents a quagmire
with a new generation of emerging workers because of the influence leaders exert.
Leader-member exchange theory is different from past leadership theories
because it does not depend on the collective actions of leadership styles exercised over
subordinates. This theory uses a dyadic relationship between the leader and subordinate
to realize goals. The positive side of this theory is how the leader can rely on the ingroup members to accomplish goals, especially when handling quotas. Empirical studies
by Graen and Uhl-Bien; and Liden, Wayne, and Stilwell (as cited in Northouse, 2001, p.
115) suggested that a high degree of leader and follower involvement yielded overall
benefits that reduced employee turnover, and led to positive performance evaluations,
higher frequency of promotions, better work assignments, and more attention and greater
support from the leader. This theory relies mainly on the in-groups for support and
getting the job done, while placing less attention on the out-group members, which may
feel disfranchised with no support.
Kouzes and Posner (1995) provided empirical study results that explained the
characteristic leadership traits most admired in supervisors. This critical analysis of the
literature examined the leadership characteristic traits most admired in leaders, "honesty."

Summary and Interpretations

A glaring question is what are the differences in characteristic leadership traits
identified by law enforcement male supervisors and female supervisors? To find the
answers to this question, one must go beyond the universal responses about a group's
favorite characteristic traits, and delve into organizational culture, perceptions, and

gender dissimilarities. Although there is an innate sense that leaders should possess some
degree of honesty to lead, the different genders have not been universally studied to
properly compare their responses. Presently, private and governmental organizations are
experiencing massive personnel turnovers as a result of baby boomers retiring. For
example, the Miami-Dade Police Department (MDPD) began experiencing this massive
turnover beginning in January 2003. This phenomenon, coupled with mass hiring of
Generation X and Y personnel, and upward mobility growth at a significant pace with
large numbers of staff members, creates challenges for an organization. These challenges
must be considered from a gender view as women are growing in numbers in the
workfbrce and need to be heard from about the lack of clarity in leadership studies. The
assumption that women feel the same as men in these studies needs to be researched
further to obtain more significant finding.
Therefore, this critical analysis reviews literature on characteristic leadership
traits desired in leaders by males and females in law enforcement. The core and
challenging question of this study is: What are the differences in characteristic leadership
traits identified by law enforcement male supervisors and female supervisors? The
search for this answer takes a multi-pronged approach. The first assumption about
leaders as "great man"does not distinguish gender groups, and it is plain to see and
understand how this theory unfolds. It is gender-specific as the term "great man" signals.
The theory maintains that leadership is inherent in men only. It is permissive from the
perspective of the history of men within the past 100 years and their accomplishments,
but it excludes the women's point of view (Northouse, 2001).

Other theories such as Burn's (1978) transformational leadership focuses more on
the undemocratic side of leadership by a defined set of rule imposed by the leader to their
subordinate to accomplish a task based on reward and punishment. Pany and Thompson
(2002) found, that the ethical nature of this theory is a hotly debated issue. In their study,
they used narcissistic, manipulative, and self-centered, as well as ethical, just, and
effective, as leader's descriptors in their study. They found a moderate to strong positive
relationship between perceived integrity and transformational leadership.
Exemplary leadership theory examines what constituents look for from their
leaders by surveying private and government executives. Kouzes and Posner provide a
leadership approach concept that is practical and workable on a day-to-day basis (cited in
Murray, 2004). This study began by asking people the following open-ended question:
"What values (personal traits or characteristics) do you look for and admire in your
leader?" The responses in over 50 percent of the votes have been consistent: (a) Honest;
(b) Forward-Looking; (c) Competent; and (d) Inspiring. These characteristics continue to
remain the basis for why a follower will willingly follow a leader (Kouzes and Posner,
2002).
A study conducted by Fumharn (2002) looked into how candidates view their

bosses, colleagues, and subordinates. The results for all three groups indicated that
honesty and competency were highly favored. This study is somewhat different from that
of Kouzes and Posner because of the number of leadership characteristic traits used in
their instrument design. However, the trait "honesty" surfaced as a preferable response.
An empirical study conducted by Wieck, Prydun, and Walsh (2002) about what the
emerging workforce wants from its leaders, selected honesty more often than any othe~

leadership characteristic. These empirical studies provided a basis for the need of women
to choose their own leadership styles. However, it is unclear what the new emerging
women that are part of Generation X want.
A clear understanding about what the new emerging generation wants and needs

is found in the Rodriguez, Green, & Ree (2003) study of Generation X. Generation X
theory provides a good understandiig about what and how this group of individuals
thinks, what they are looking for, and their expectation as a new and emerging workforce.
The thought that they enjoy life, financial excess, and view work as support is
challenging to management. This group wants and expects things to be explained in a
pragmatic fashion (Walker, Martin, White & Elliot, 2006). Further empirical analysis of
women across all ages in leadership levels and positions is needed before we can
objectively answer the questions posed in the introduction portion of this paper.
The lack of transparency in leadership styles, as a result of their many
interpretations, has not allowed a clear framework for a meaningful understanding (Yukl,
Gordon, & Taber, 2002). Stogdill's Leader Behavior Description Questionnaire (LBQD)
used in the public, private, and the military organization is a measuring instrument
designed to identify the leadership style profile of the leader (Northouse, 2001). Another
instrument used to measure the full range of leadership styles in transformational
leadership is the Multifactor Leadership Questionnaire (MLQ) developed by Bass
(1985). The MLQ is primarily designed for measurement of the transformational style of
leadership, and is not designed to measure other types of leadership styles (Northouse,
2001).

Organizations that are in constant flux must have a contingency of leaders that are
ready to help followers to complete their tasks. In the same vein, the readiness of the
subordinate is a key issue, and leaders must be able to assess this and assist at different
situational leadership levels. Situational leadership theory (SLT) developed by Hersey
and Blanchard is an instrument that assesses the readiness of individuals based on their
knowledge of the task that they are attempting to accomplish (Hersey, Blanchard, &
Johnson, 2001). In the Chen and Silverthorne (2005) study, the SLT was tested by using
leadership effectiveness, leadership style and employee readiness. The results in their
study did not support the SLT prediction of employee satisfaction,job performance,
reduced stress levels, and reduced job ending intentions. These results revealed that
managers and supervisors must be aware of falling into a micro-manager style of
leadership, and ensure that they apply the concept of the SLT appropriately with their
subordinates at all stages of the management process.
Leader perceptions as well as follower perceptions create challenges for
organizations. These observations can become adversarial in an organizational climate
and reduce performance. In their empirical study, Valentine and Godkin (2000) made a
compelling case about the perception subordinates have toward men and women in
supervisory roles. They explained that their study was conducted based on the increase
of women in leadership positions and their augmentation in the leadership pool. Trinidad
and Normore (2005) also recognized the need to learn how women lead in organizations,
and concluded that women used a transformational leadership style as their preferred
leadership style. They also found that women were democratic, and used participative

methods when leading and that they were supportive in both professional and
psychological mentorship processes.
Valentine, Godkin & Turner (2002) in a study about manager gender, found that
subordinates reporting to a woman felt they had lower job responsibility as compared to
subordinates reporting to male manager counterparts. Additionally, those working for
women had higher intentions of looking for other jobs elsewhere. They discovered that
women were warned not to take risks, and settle for roles outlined by those who elevated
them. Merrick (2001) contended that women were hired first for their looks, and then for
their brains.
The observations by this writer provide a compelling explanation about the plight
of women in leadership roles, and how they are perceived as leaders or subordinates. The
fact that they have been excluded as a separate gender from different leadership theories
and empirical studies provides merit to their lower leadership status.
Conclusions

Organizationsas well as their leaders are different and should not take the
approach that there is a single, correct style of leadership. Organizations that continue to
settle for a single style of leadership may lose their competitive edge. Leadership in
organizations must now include women and the types of leadership styles they bring

An analysis of the theoretical leadership literature reveals that women have not
been investigated as a separate gender. This omission has given rise to a troubling and
pervasive negative attitude about women and how they are perceived as leaders and by
their followers. As a result, the field of leadership is shrouded with troubling perceptions,
feelings, and attitudes toward women and their roles in the workforce. Kouzes and

Posner's (1995) exemplary leadership theory, which delved into what characteristic
leadership traits people most admire in their leader, found that honesty ranked as the
number one trait.
Furnham (2002) found that participants who felt that "honesty" and "competency"
were highly favored in their bosses, colleagues, and subordinates. A study by Wieck,
Prydun, and Walsh (2002) also found that members of Generation X selected "honesty'
more often than any other characteristic leadership trait.
The question of what leadership style is the best for use in any situation continues.
The importance of the answer to this question to organizations, leaders, and subordinates
is such that it cannot be ignored. A marked and clear framework must be brought to light
for meaningu understanding (Yukl, Gordon, & Taber, 2002). There is an opaque,
blurry, and one-sided view, about how women are perceived as leaders and workers that
impede them from reaching their goals. This condition also makes it difficult for
organizations to develop a positive and fruitfid organizational climate. Covey (1991)
shared his view with the following statement: "He sees that when you are living with
your core values and principles, you can be straightforward, honest, and up-front" (p. 51).
The theoretical and empirical studies have left a need to conduct further empirical
research in the hope to provide additional information on this subject matter.
Recommendations
The proposed study will examine several potential areas in an effort to understand
why women in leadership roles have been excluded as a separate gender in research
studies aimed at determining what leadership qualities followers admired in their leaders.
The meta-analysis of leadership studies conducted by Kest (2006) may have failed to

separate gender when exploring current literature and leadership development on
transformational leadership. A study by Parry and Thompson (2002) described how
leaders were perceived when they used narcissistic, manipulative, and self-centered
strategies, as well as those that were ethical, just and effective in their leadership
behavior. Kouzes and Posner (2002) used their exemplary leadership approach to
determine, what values (personal traits or characteristics) do followers look for and
admire in their leaders. However, data for women leaders were not analyzed separately.
Future research should have women embedded in its design to investigate how
they feel in leadership roles. The current study was conducted by sampling female
members of the Miami-Dade Police Department, the largest police department in the
southeast United States. The need for this study was based on the low number of past
studies investigating this subject matter. A combination of Internet materials, ProQuest
peer-review journals, and books were used to support its arguments. Kouzes and
Posner's (1995) CAL measuring instrument was used and men and women were analyzed
as a separate gender. The need to learn about the new women in the emerging workforce
and what characteristic traits they most admire in supervisors in an organization
continues to be more evident every day.

Anticipated Limitations of the Study
The primary and most important hurdle was gaining permission from the MDPD
to conduct a study to learn how male and females supervisors feel about the characteristic
leadership traits they admire in their leaders. The study must be transparent and not
influenced by others. The respondents must give their own responses free of
intimidations, so that accurate and study results can be obtained.

CHAPTER 111: RESEARCH METHODOLOGY
The purpose of this study is to determine the differences in characteristic
leadership traits found to be important in leaders from the perspective of male and female
supervisors in law enforcement. This study focuses on male and female supervisors in
the Miami-Dade Police Department (MDPD), Miami-Dade County, Florida. A second
purpose of the study is to compare how characteristic leadership traits differ based on
personnel characteristics and work profiles of supervisors in law enforcement. This
chapter discusses the following: (a) research design; (b) population and sampling plan;
(c) instrumentation; (d) collection of data including its procedures and ethical aspects; (e)
data analysis; and, (f) evaluation of research methods.
Research Design
The research questions and hypotheses in Chapter I1 led to the development of a
causal-comparative research design. Causal-comparative research is called expost facto
(after the fact) because the effect and the cause has already occurred and are being
studied by the researcher after the fact (Fraenkel & Wallen, 2008; Gall, Borg, & Gall,
1996; Gay & Airasian, 2000). In this study, the independent variables are gender and

work variables contained in the work profile, and they have occurred and cannot be
manipulated. The dependent variable, perception of leadership traits, cannot be
manipulated because these conditions already exist. This study used a causalcomparative design because it involved the comparison of two or more groups to
determine their differences (Gay & Airasian, 2000). This study used a quantitative, nonexperimental, descriptive, exploratory (comparative), and correlation (explanatory)

survey research design to examine the relationship between male and female supervisors
and the characteristic leadership traits they most admire in a leader.
This study compared (a) the differences in characteristic leadership traits
identified by law enforcement male supervisors and female supervisors; and, (b) how
characteristic leadership traits differ based on personnel characteristics and work profiles
of supervisors in law enforcement. The design of the instrument examined these
attributes among men and women participants from the Miami-Dade Police Department.
This study was performed throughout the Miami-Dade Police Department located within
Miami-Dade County, Florida. Upon approval by the University's IRB, the survey
instrument was emailed with a survey link (Survey Monkey) to all qualifying
participants.
The research used a self-report survey comprised of two parts. Part 1, Personnel

and WorkProfile Characteristics was developed by the researcher and contains 10 items.
Part 2, is Kouzes and Posner's (1995) Characteristics of an Admired Leader (CAL)
instrument The survey was given to the men and women .fromthe rank of sergeant and
above throughout the department. The survey is comprised of 20 attributes that Kouzes
and Posner found as the most admired qualities in a leader. From the list of 20 attributes,
the participants were instructed to rank each numerically in order of importance, with the
most important attribute being number one, and the least important attribute being
number twenty. Participants were informed that all twenty attributes must be completed.
Results from the literature review and theoretical framework guiding this study, led to the
following research questions and hypotheses:

Research Questions
1. What are the differences in characteristic leadership traits identified by law

enforcement male supervisors and female supervisors?
2. How do characteristic leadership traits differ based on personnel characteristics

and work profiles of supervisors in law enforcement?

Research Hypotheses

HI: Males will rate competent characteristic leadership trait as significantly more
important than females.
H2: Males will rate honesty characteristic leadership trait as significantly more
important than females.
H3: Males will rate inspiring characteristic leadership trait as significantly more
important than females.

H4: Males will rate straightfrward characteristic leadership trait as significantly
more important than females.
H5: Females will rate broad-minded characteristic leadership trait as significantly
more important than males.
H6: Females will rate caring characteristic leadership trait as significantly more
important than males.

H7: Females will ratefair-minded characteristic leadership trait as significantly
more important than males.

H8: Females will rate supportive characteristic leadership trait as significantly
more important than males.

H9: Married supervisors will rate honesty characteristic leadership trait as
significantly more important than the other groups.
H10: Professional supervisors will rate intelligent characteristic leadership trait as
significantly more important than non-professional level supervisors.
HI 1: Supervisors from the rank of Executive Senior Bureau Commander and
higher will rate ambitious characteristic leadership trait as significantly more
important than supervisors fiom the rank of Captain and below.
H12: Supervisors with 15 years or more of policing will rate independent
characteristic leadership trait as sign5cantly

more important than supervisors

with less than 15 years in policing.
Population and Sampling Plan
Target Population

Gay and Airasian (2000) emphasize that in causal comparative research a
population comparison takes place; however, these groups are not randomly selected
because the selection already took place before the research began. In this study, all men
and women in the MDPD who hold the rank of sergeant and above were accessible to the
researcher and were invited to participate. There were approximately 800 men and
women who held the rank of sergeant and above in MDPD. The researcher invited the
participants through emails and communication within the MDPD. The estimated target
population for this study is shown in Table 3-1 based on the MDPD workforce analysis
numbers:

Table 3-1
Miami-Dade Police Department -Males and Females of Rank of Sergeant and Above
RANK

Estimated Target Population

Director

1

Assistant Director

4

Chief

10

Major

33

Senior Police Bureau Commander

4

Police Bureau Commander

3

Executive Senior Bureau Commander

1

Police Captain

39

First Lieutenant

8

Lieutenant

169

Master Sergeant
Sergeant

9
526

Inclusion Criteria
The investigator included the following participants in this study:

1. Miami-Dade Police Department males and females with rank of sergeant and
above.
2. Participants must be in good standing with the MDPD.
3. Participants must be over 21 years old.

Exclusion Criteria
The investigator excluded the following participants fi-m this study:
1. Participants of the rank of corporal and officer.
2. Participants under 21 years of age.

3. Participants unwilling to take part in the study.

Accessible Population
According to Gay and Airasian (2000) and Gall, Borg, and Gall (1996) once a
group is selected for a study with its own characteristics, another similar group is selected
with different characteristics and independent variable. All men and women members of
the MDPD from the rank of sergeant and above were invited to participate in this study
through an electronic invitation generated by the researcher. The participants were
invited to partake in an online 10 item Personnel and Work Projle Characteristics (Part
1) survey iktrument (see Appendix H) using Survey Monkey, whereby they selected and

checked the appropriate response. Part 2 was an online Characteristic of an Admired

Leader (CAL) 20-item survey instrument (see Appendix H) also administered using
Survey Monkey. The response format for the CAL instrument was from the list of
attributes, and the participants were instructed to select and check 20 attributes, in rank
order, that they most look for and admire in a leader. Accessibility was limited to
supervisors above the rank of sergeant, and the researcher was able to obtain their email
addresses by querying the MDPD email.

Sampling Plan
The procedure for this study involved using selected ranking personnel from the
MDPD. The accessible population included approximately 800 men and women with the

ranks of sergeant and above from the Miami-Dade Police Department, Miami-Dade
County, FL. The number of participants was derived from the identification of
supervisors from the Miami-Dade Police Department workforce analysis report (see
Table 3-1).
The sample estimate needed for the analysis is based on n = 50 + 8m (Green,
1991), where n represents the sample size and m the number of explanatory variables.
The number of explanatory variables in this study is 30 (10 personnel characteristics, and
20-items tiom the CAL instrument). Therefore, the sample size needed to conduct the
analysis is 290: n = 50+8(30) = 290.
The following are steps that the researcher took prior to gathering data for this
study:

1. Wrote a letter to Kouzes and Posner requesting permission to reproduce
approximately 800 copies of the "Characteristic of an Admired Leader"
swey.
2. Obtained permission in writing from the Director of the Miami-Dade Police
Department to conduct the survey in MDPD

3. Sent an introductory letter fiom the researcher to participants via email,
providing information about the study and how it was created. Additionally,
how the participants were selected and a request for their assistance in the
project is included. The participants are invited to participate in the survey by
going to www.SurveyMonkev.com. The survey was anonymous and took
about 10 minutes to complete, and no part of the study revealed their
participation. The participants were informed that an email reminder will be

sent to all participants one to two weeks after the survey began. Surveys were
kept in a locked safe for five years.

Setting
The survey, which was administered anonymously online, used SwveyMonkey

with participants who were contacted via an email invitation. The Personnel and Work
Projle Characteristics and Characteristic of an Admired Leader (CAL) survey were
completed in privacy and at their place of assignment at the MDPD.

Instrumentation
This study is comprised of a two part survey. Part 1, included the Personnel and

WorkProfile Characteristics, developed by the researcher, and provided background
information on the participants in this study. Part 2, Characteristic of an Admired Leader

(CAL), consisted of 20 attributes that research by Kouzes and Posner (1995) found most
people admired in their leader. The characteristic leadership traits included (a)
Ambitious; (b) Broad-minded; (c) Caring (d) Competent; (e) Cooperative; (0
Courageous; (g) Dependable; (h) Determined; (i) Fair-minded; (j) Forward-Iooking; (1)
Honest; (m) Imaginative; (n); (0) Independent; (p) Inspiring; (q) Intelligent, (r) Loyal; (s)
Mature; (t) Self-controlled; (u) Straightforward; and, (v) Supportive. The survey, which
was comprised of 20 attributesthat Kouzes and Posner (1995) found as the most admired
qualities in a leader, took participants approximately 10 minutes to complete. From the
list of 20 attributes, the participants were instructed to rank all attributes numerically, in
order of importance, with the most important attribute being number one, and the least
important attribute being number twenty. Participants were informed that all twenty
attributes must be completed.

Internal and External Validity of the Instrument
The instrument used in this study is the Characteristic of an Admired Leader
(CAL)survey (Kouzes & Posner, 1995). The researchers surveyed several thousand
business and government executives. These executives were asked: "What values
(personal traits or characteristics)do you look for and admire in your superiors?"
(Kouzes & Posner, 1995, p. 20). These executives identified over 225 different values,

traits, and characteristics. The most important traits were reduced to the current list of 20
characteristics and ranked. According to their study over 20,000 people on four
continents had been surveyed based on these characteristics. The traits of Honest,
Forward-Looking, Inspiring, and Competent, were consistently ranked as the most
important throughout their survey results (Kouzes and Posner, 1995).
The CAL survey instrument was used in a qualitative study, The Efect of
Leadership in the Organizational Climate of Organizations, at Nova Southeastern
University, Fort Lauderdale-Davie, Fl., by Dr. Bemardo Gonzalez (2000). The CAL
survey instrument was also used at Spalding University, Louisville, Kentucky, by Dr.
Chun-Lung Chen (2004) in a quantitative study, The Ideal and Perceived Leadership
Characteristics of Leaders as Identified by Employees and Leaders in Small and Medium
Commercial Enterprises in Taipei, Taiwan. In Chen's study, the CAL instrument
reported Cronbach's Alpha Internal Reliability coefficient of .80 and greater (p. 98).
Procedure
The following section describes ethical considerations that were taken into
account for the protection of all participants. Each step of the data collection process of
this study is discussed in sequence.

Ethical Considerations
This survey was administered to each participant and ethical considerations were
afforded to all participants in the areas of recruitment, data collection, storage and
disposal. In addition, informed consent procedures were adhered to by the researcher.
Data Collection Methods
The researcher accomplished the following:
1. Obtained permission from Kouzes and Posner to use their CAL survey

instrument (see Appendix B).
2. Obtained permission fiom the Director of the Miami-Dade Police Department to

administer the survey to all male and female supervisors in the department from
the rank of sergeant and above (see Appendix D).

3. Obtained Institutional Review Board approval for the study from Lynn
University after submission of the following required forms: (a) IRB Form 1Application and Research Protocol for Review of Research Involving Human
Subjects in aNew Project; (b) IRB Form 3, Request for Expedited Review; (c)
Authorization for voluntary consent; and, (d) The survey (see Appendix H),
which was submitted to Lynn University Institutional Review Board for the
Protection of Human Subjects (IRB) for review and approval. Data collection
was initiated following IRB approval (see Full Review Form, Section 2,
Appendix A).

4. Upon IRB approval for the study, the survey and consent form were emailed with

an invitation to participate to the target population. The request included the
purpose of the proposed study, notification of the University's IRE3 approval, and
a guarantee that the target population would be treated as anonymous.

5. Following the successful proposal defense and approval by the IRB to proceed,
the survey was placed on the Survey Monkey website. The website included
information concerning authorization for voluntary consent, study purpose,
procedures, possible risks and benefits to participants, assurance of anonymity,
and instructions. The survey link and survey were encrypted with SSL
encryption, provided by the website.

6. Following a successful proposal defense, an application for expedited review was
submitted to the University's IRB for approval.
a. IRB Form 1, Application and Protocol, was submitted to the University's

IRB.
b. IRB Form 3, Request for Expedited Review, was submitted to the
University's

IRB.

c. A request was made to the University's IRF3 to waive documentation of a
signed consent, as it would be an identifier.

7. Following the successful defense of the proposal, an online authorization for
Voluntary Consent and On-line Survey were prepared. Proof of informed consent
was evident, as the participants completed and returned the survey.

8. The following was submitted to the IRF3: The Application to the IRF3, Online
Survey, and Authorization for Voluntary Consent (a request waiving

documentation of the signature on the Authorization for Voluntary Consent, as it
would be the only identifier), a request for Expedited Review (Form 3), and
Chapter 111.

9. Following the IRB's approval, Form 1, Part B, the e-mail invitation, was sent to
the target audience.
10. The survey went live immediately upon approval of the IRE4 and once the survey
was initiated, the following took place:
a. A customized survey invitation was distributed (Appendix F) with the
Authorization for Voluntary Consent form and a link to the survey.

b. Participation in the survey was voluntary. Potential participants read
the authorization for voluntary consent before beginning the survey.
If the participants agreed to participate in the online survey, the
participants clicked the 'I agree' button and were directed to the
Authorization for Voluntary Consent form.
c. Two weeks after the survey was e-mailed, a follow-up e-mail to the
potential participants was sent reminding them to complete the survey
(Appendix G). The site was monitored as to the number of returned
surveys completed by the target participation.
d. Data collection lasted for one month.
e. The SurveyMonkey survey closed five months after data collection
was completed.

f. One month after the study was completed, the researcher submitted a
Report of Termination of Project to the Lynn University IRB (Form
8).

g. The collected data was accessible in a summary form for ninety days
after the survey was closed. After that time, it was archived and
secured by Survey Monkey, through securing servers in a locked cage
requiring passwords and biometric recognition, digital surveillance,
and 24 hour staffing (SurveyMonkey.com, 2007). Data will be
destroyed after the researcher requests this to occur in five years.
h. The data collected was imported into SPSS spreadsheets and saved
electronically in a personal computer with security (requiring a
password and identification). The data will be destroyed after five
years.
11. The coded survey was voluntary and anonymous, as no departmental names or
personal identifiers appeared on the i n s m e n t .
12. Data collection was limited to a maximum of one month after IRE3 approval. The
study was completed in May 2009.
13. Collected data remains confidential and secured electronically for five years
(password and identification sensitive).
14. Survey responses were stored in a locked safe and will be destroyed at the end of
five years.

Data Analysis Methods
The data was analyzed with the Statistical Packages for Social Sciences (SPSS)
for measurement of variables. This was a causal-comparative study, which examined the
effect of selected variables. To answer research question 1 regarding perceptions of the
characteristic leadership traits between the comparison groups (men and women) t-tests
were conducted. The researcher used independent t-tests, ANOVA tests, and Cronbach's
alphas to answer research question 2. All correlations in this study were tested at the p =
.05 levels of significance.

Internal Validity: Strengths

1 , Use of a causal comparative research design represented a potential strength.
However, this design was not as strong as an experimental study with
randomization, controls, and manipulation of the independent variable.
2. Using an online research method of data collection represented a strength of the

study by allowing participants to complete the survey on their own time and in
privacy, reducing testing threat.

3. An online questionnaire and online test avoided the type of researcher bias that
might result from contact between the researcher and the participants.
4. Using the MDPD Workforce Analysis Report to query all participants identified
all supervisors' ranks for a convenient population sample.

Internal Validiv: Weaknesses

1. Diffusion or imitation of treatment should be considered. The online data
collection process represented a threat to the internal validity of the study due to
certain situational contaminants that could not be controlled, such as the

participants consulting with each other while taking the online questionnaire and
online test.
External Validity:Strengths

1. A good response rate and close representation of the data produced an accessible
population strengthening the study's external validity by increasing
generalizability.
2. The online Personnel and WorkProfile Characteristics questionnaire and the

online Characteristics of an Admired Leader survey occurred in a natural
environment avoiding the threat to external validity associated with laboratory
settings.
External Validity: Weaknesses

1. Because the sample population in this study is limited to the MDPD only, and it is
unknown how other police departments would self-report on the Characteristics
of an Admired Leader survey, the ability to generalize the results was limited.

2. The political climate and sample population of other police departments might
hinder participants from self-reporting accurately on the Characteristics of an
Admired Leader survey influencing the validity of the responses.

3. It is unknown if participants were influenced by observers when self-reporting on
the on-line survey.

CHAPTER IV: FINDINGS

Introductioii
The purpose of this study is to determine the characteristic leadership traits most
admired by supervisors in an organizational culture. The study focused on male and
female supervisors from the rank of sergeant and above in the Miami-Dade Police
Department (MDPD), Miami-Dade County, Florida.
According to Eagly and Johannesen (2001) and Gardner (1990), the leadership
quality for females continues to be questioned. Furthermore, these distinctions exist, in
part, due to gender characters and experiences (Gardner, 1990). This survey analyzed the
differences between male and female characteristic leadership traits as perceived by men
and women supervisors in the MDPD. This researcher anticipated significant differences
between male and female characteristic leadership trait, however, survey results indicated
the differences were very limited and less than expected.
The survey was conducted in the month of March 2009 at the MDPD. Table 4-1
depicts the number of surveys sent to each participant via the MDPD email system
linking to SurveyMonkey.com. A total of 807 surveys were emailed, and 286 were
returned in which 273 participants responded to Part 1 only, and 266 responded to Parts 1
and 2. An adequate sample size for a target population of 800 is 260 (Gay & Airasian,
2000, p. 135). Based on the population and the desired sample size, the minimum sample
size was met.
This chapter analyzes the data collected from the male and female supervisors from
the rank of sergeant and above in the MDPD. Data were collected from responses to a
demographic inventory (Appendix H) created by the researcher, and used to obtain

background information about the participants. Additionally, data were collected from
responses of male and female supervisors to the Characteristic of Admired Leadership
(CAL) (Kouzes & Posner, 1995) instrument (Appendix H) to identify their perceptions on

characteristic leadership traits.
Table 4-1
Number of Emailed Survtys/Rehrrned Surveys

Supervisory Rank
Director
Assistant Director
Chief
Major
Senior Police Bureau Commander
Police Bureau Commander
Executive Senior Bureau Commander
Police Captain
First Lieutenant
Lieutenant
Master Sergeant
Sergeant
Total

Number Emailed
1
4
10
33
4
3
1
39
8
169
9
526
807

%

.1
.5
1.0
4.0
.5
.4
.1
5.O
1O
.
21.0
1O
.
65.0
100.0

Number Returned
0
2
6
21
1
2
0
19
11
62
6
143
273

YO
0.0
50.0
60.0
64.0
25.0
67.0
0.0
49.0
0.4
37.0
67.0
27.0
34.0

Male and Female Supervisors Personal Characteristics' Descriptive Analysis

Male andfemales 'personal characteristics and workprofile characteristics. Chi
square analysis was conducted to identify the most frequent selections of age, marital
status, race, ethnicity, education, supervisory rank, total years in policing, total years in
the MDPD, and total years in current rank by males and females to determine
relationships.

Male and female personal characteristics and workprojle characteristics.
Age. Table 4-2, shows the results of a chi square test for independence used to
determine the relationships in the most frequent selections of age by gender. The results
of the analysis for age revealed there was no significant relationship between age and
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gender, xZ (3, n = 273) = .93,p = 319, Cram6r7sV = .06. Table 4-2 reveals that the
highest representation of males and females occurred between the ages of 43-52 ,
followed by ages 32 to 42,54 to 64, and 21 to 3 1 .
Table 4-2

Age by Gender
Male
N
21-31
32-42
43-53
54-64
65-74
75 and Older
Total

%

Female
N
%
2
3.0
24 36.4
34 51.5
6
9.1
0
0.0
0
0.0
66 100.0

Total
N
%
6
2.2
93 34.1
142 52.0
32
11.7
0
0.0
0
0.0
273 100.0

Pearson Chi-Square = .927
Significance Level = 319

Marital Status. Table 4-3, presents the results of a chi square test for independence
used to determine the relationship of marital status by gender. The statistical results
revealed significant differences on married status and gender. 2 (4, n = 273) = 17.97,p =
.001, CramQ's V = .26. Table 4-3 shows that the largest number of males and females

were married, with DivorcedISeparated males and females close behind, and only a small
number of Single females and males.

Table 4-3
Marital Status by Gender

Marital Status

Male
N
%

Female
N
%

Total
N
%

Single
Married
DivorcedISeparated
Widowlwidower
Domestic Partner
Total
Pearson Chi-Square = 17.972
Significance Level = .001

Race. Table 4-4, reflects the results of a chi square test for independence used to

determine the relationships between race by gender. The statistical results revealed
significant differences on race and gender x2 (2, n = 273) = 1 9 . 7 1 , ~
= .001, Cramkr's V =
.27. Table 4-4 displays that the highest representation of white males, followed by white
females, Black or African American females, and Black or Afiican American males.
Table 4-4
Race by Gender
Race
White
Black or African American
American Indian or Alaska Native
Asian
Native Hawaiian or other Pacific Islander
Total

Male
N
%
90.8
8.7
1
.5
0
0.0
0
0.0
207 100.0
188
18

Female
N
%
46
20
0
0
0
66

69.7
30.3
0.0
0.0
0.0
100.0

Total
N
%
234 85.7
38 13.9
1
-4
0
0.0
0
0.0
273 100.0

Pearson Chi-Square = 19.710
Significance Level = .001

Ethnicity. Table 4-5, shows the results of a chi square test for independence used to

determine the relationships between ethnicity by gender. The statistical results revealed

significant differences on ethnicity and gender xZ (1, n = 273) = 11 . 8 2 , ~= .001, Phi =
.21. Table 4-5 displays that the highest representation is of Hispanic or Latino males,

followed by non Hispanic females. The high representation of Hispanic or Latinos may
be attributed to the large Hispanic community in Miami-Dade County.
Table 4-5
Ethnicity by Gender

Male
Ethnicity

N

%

Female

N

%

Total

N

%

Hispanic or Latino
Non Hispanic or Latino
Total
Pearson Chi-Square = 11.815
Significance Level = .001

Education. Table 4-6, shows the results of a chi square test for independence used
to determine the relationships between education and gender. The results of the analysis
revealed there was no significant relationship between education and gender, xZ (4, n =
273) = 3 . 9 4 , ~= .415, Cramkr's V = .12. The table shows that the highest representation

of males graduated fiom four-year colleges, followed by those who went to college for
one to three years for their higher education. Representation for females was highest for
those completing one to three years of college as opposed to graduating from a four-year
college.

Table 4-6
Education by Gender

Male
Highest Education Level
Professional (MA, MS, ME, MD,PhD, JD, LLD, and
the like)
Four-year College Graduate (BA, BS, BM, and
the like)
One to Three Years College (also business
schools)
High School Graduate
General Education Degree
Total

Female
N

%

Total

N

%

N

%

42

0.3

7

10.6

49

17.9

79

38.2

27

40.9

106

38.8

77

37.2

28

42.4

105

38.5

8
3.9
1
.5
207 100.0

4
0
66

6.1
0.0
100.0

12
4.4
1
.4
273 100.0

Pearson Chi-Square = 3.935
SignificanceLevel = .415

Supervisory Rank. Table 4-7, portrays the results of a chi square test for

independence used to determine the relationship between supervisory rank and gender.
The results of the analysis revealed there was no significant relationship between
~ .077, Cramtr's V = .24. Table
supervisory rank and gender, 2 (9, n = 273) = 1 5 . 5 6 , =
4-7 displays that the highest representation of rank was male sergeants 110, followed by

female sergeants, and male lieutenants followed by female lieutenants. Possible
underrepresentation from other ranks may be attributed to their lack of interest in
participating in the survey, and some higher ranks were occupied by males.

Table 4-7

Supervisory Rank by Gender
Supervisory Rank
Director
Assistant Director
Chief
Major
Senior Police Bureau Commander
Police Bureau Commander
Executive Senior Bureau Commander
Police Captain
First Lieutenant
Lieutenant
Master Sergeant
Sergeant
Total

N

Male
%

0
2
5
18
1
2
0

15
9
44
1
110
207

0.0
1.0
2.4
8.7
.5
1.0
0.0
7.2
4.3
21.3
.5
53.1
100.0

Female
N
%
0
0
1
3
0

0
0
4
2
18
5
33
66

0.0
0.0
1.5
4.5
0.0
0.0
0.0
6.1
3.0
27.3
7.6
50.0
100.0

Total
N
%
0
0.0
2
.7
6
2.2
21
7.7
1
.4
2
.7
0
0.0
19
7.0
11
4.0
62 22.7
6
2.2
143 52.4
273 100.0

Pearson Chi-Square =15.563
Significance Level = .077

Years in Policing. Table 4-8, shows a chi square test for independence used to
determine the relationships between years in policing and gender. The statistical results
revealed significant differences in years in policing by gender x2(6, n = 273) = 16.72, p =
.010, Cram6's V = .25. The table displays that the highest representation of males had
years in policing ranging from 26 to 30, while the highest number of females ranged from
16 to 20 years in tenure. These groups were followed by males ranging from 21 to 25
years in tenure, and females ranging from 26 to 30 years in tenure. The reason that more
males have longer service in policing than females may be attributed to the stereotype
about females not been able to do police work as well as males.

Table 4-8
Years in Policing by Gender

Total Years in Policing

Male
N
%

Female
N
%

Total
N
%

1-5
6-10
11-15
16-20
21-25
26-30
31-35
36-40
41-45
46+
Total

Pearson Chi-Square = 16.722
. 11
Significance Level = O

Years in Miami-Dade Police Department. Table 4-9, shows the results of a chi
square test for independence used to determine the relationships between years served in
the Miami-Dade Police Department and gender. The statistical results revealed
significant differences in years in the Miami-Dade Police Department by gender x2 (6, n =
273) = 15.63,~= .02, Crarn6rYsV = .24. Table 4-9 displays that the highest
representation of males ranges from 21 to 25 years of tenure, followed by males ranging
from 26 to 30 years of tenure, females ranging from 16 to 20 years of tenure, and females
ranging from 26 to 30 years of tenure. The results indicate that there is a need to research
why more females are not attracted to the field of policing.

Table 4-9
Years in Miami-Dade Police Department by Gender

Male
Total Years in Miami-Dade Police Department

N

%

Female
N

%

Total
N

%

1-5
6-10
11-15
16-20
21-25
26-30
3 1-35
36-40
41-45
46+
Total

Pearson Chi-Square = 15.627
Significance Level = .016

Years at Current Rank. Table 4-1 0 , shows the results of a chi square test for

independence used to determine the relationship between the number of years at the
current rank and gender. The statistical results revealed no significant differences in
years at current rank and gender2 (5, n =273) = 5 . 3 8 , =
~ .371, Cramtr's V = .14. Table
4-10 displays that the highest representation of males and females ranged from 1 to 5
years at their current rank, followed by males and females ranging from 6 to 10 years at
their current rank. The results indicated how few years at their current rank the MiamiDade Police Department supervisors have served due to mass retirements begun several
years ago.

Table 4-10
Years at Current Rank by Gender

Total Years at Your Current Rank

N

Male
%

Female
N
%

Total
N
%

1-5
6-10
11-15
16-20
21-25
26-30
31-35
36-40
41-45
46+
Total

Pearson Chi-Square = 5.383
Significance Level = .371

Hypotheses Testing
The framework within the research questions are guided from Chapters I and 111.
The findings of the study were obtained from the respondent's ratings of the
Characteristics of an Admired Leader (CAL) survey. Two-hundred and two (76%) male

supervisors and 64 (24%) female supervisors responded to this portion of the survey.
Ratings for male and female respondents were provided on a Likert scale ranging from
one to five where 1 = Very Unimportant; 2 = Unimportant; 3 =Neither Unimportant or
Important; 4 = Important; and, 5 =Very Important.
There were two research questions. The first research question examined the
differences in characteristic leadership traits identified by law enforcement male and
female supervisors. The second research question examined how characteristics
leadership traits differ based on personnel characteristics and work profiles of supervisors
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in law enforcement. Each research question is presented with the respective hypotheses
questions and tested using an alpha level of .05.
Research Question 1
What are the differences in characteristic leadership traits identified by law enforcement
male supervisors and female supervisors?
Independent samples t-tests were used to compare the gender differences in rating
the importance of the variables. Table 4-1 1, reveals that no significant differences
existed in characteristic leadership traits regarding law enforcement male supervisors and
female supervisors.

Table 4-1 1
T-test for Differences in Characteristic Leadership Traits Identified by Male Supervisors and Female
Supervisors (N= 266)

Item

Female
(n=64)
Mean
Sd.
4.28
326

t

P
(2-sided)

Ambitious

Male
{n=202)
Mean
Sd.
.930
4.2 1

-0.526

.599

Broad-minded

4.44

.914

4.59

.79 1

-1.205

.229

Caring

4.08

.866

4.27

,840

-1.511

.I32

Cooperative

4.33

.932

4.48

.816

-1.175

.24 1

Competent
Courageous
Dependable
Determined
Fair-minded
Forward-looking
Honest
Imaginative
Independent
Intelligent
Loyal
Mature
Self-controlled
Straightforward
Supportive

Research Question 2
How do characteristic leadership traits differ based on personnel characteristics and work
profiles of supervisors in law enforcement?
Independent samples t-tests were used to compare the gender, ethnicity, and rank
differences in rating the importance of the variables. No significant differences existed in
characteristic leadership traits regarding gender (Table 4-12), or ethnicity (Table 4-13).
Table 4-14, reveals that a statistically significant difference existed in imaginative
(t= 2.246, p=.026) between command staff and rank and file police officers.

A one-way analysis of variance (ANOVA)was used to determine whether
significant differences existed in characteristic leadership traits regarding age, marital
status, race, education, years in policing, years at the MDPD, and years at current rank.
No significant differences were found between characteristic leadership traits and age
(Table 4-15), marital status (Table 4-16), and race (Table 4-17). Table 4-18, reflects
significant difference existed in intelligent (F = 2.73, p < .05)regarding the education of
supervisors. No significant differences were found between characteristic leadership
traits and years in policing (Table 4-19), years at the MDPD (Table 4-20), and years at
current rank (Table 4-2 1).

Table 4-12
T-testfor Diffeences in Characteristic Leadership Traits Identified by Gender (iV = 266)

Item

Female
(n=64]
Mean
Sd.
4.28
326

t

P
(2-sided)

Ambitious

Male
ln=202)
Mean
Sd.
4.2 1
,930

-0.526

.599

Broad-minded

4.44

.9 14

4.59

.791

-1.205

.229

Caring

4.08

366

4.27

.840

-1.511

.I32

Cooperative

4.33

.932

4.48

316

-1.175

.24 1

Competent

4.67

.882

4.77

.750

-0.755

.45 1

Courageous

3.92

.940

4.03

390

-0.867

.387

Dependable

4.58

.90 1

4.70

.770

-0.952

.342

Determined

4.27

391

4.36

324

-0.733

.464

Fair-minded

4.42

.850

4.52

.816

-0.826

.409

Honest

4.71

379

4.75

.713

-0.307

.759

Imaginative

3.89

.919

3.89

.799

0.004

.997

Independent

4.12

.951

4.33

.818

-1.504

.I23

Inspiring

4.21

.897

4.30

.810

-0.668

.505

Intelligent

4.18

.811

4.33

.714

-1.281

.20 1

Loyal

4.32

.951

4.45

.775

-1.042

.298

Mature

4.25

398

4.3 1

.852

-0.472

.638

Self-controlled

4.23

,920

4.41

368

-1.333

.I84

Straightforward

4.23

.957

4.23

.850

-0.013

.990

Supportive

4.2 1

.955

4.33

318

-0.907

.365

Table 4- 13
T-testfor Differences in CharacteristicLeadership Traits Identified by Ethnicity (n= 266)
Hispanic
Not
Item
or
Hispanic or
Latino
Latino
t
(n=130)
(n=136)
Mean
Sd.
Mean
Sd.
Ambitious
4.29
.935
4.17
374
1.110

P
(2-sided)
.268

Broad-minded

4.55

373

4.41

398

1.237

.217

Caring

4.15

358

4.10

368

0.550

.583

Cooperative

4.43

.862

4.3 1

.947

1.097

274

Competent

4.68

.836

4.71

370

-0.203

339

Courageous

4.02

.944

3.87

.909

1.368

.I73

Dependable

4.60

341

4.62

.902

-0.234

.816

Determined

4.35

370

4.23

377

1.174

241

Fair-minded

4.38

365

4.50

316

-1.194

.234

Honest

4.75

.781

4.70

397

0.461

.645

Imaginative

3.93

.933

3.85

.848

0.712

.477

Independent

4.25

.924

4.10

.921

1.266

.207

Intelligent

4.22

344

4.22

.737

-0.054

.957

Loyal

4.38

374

4.32

.950

0.477

.634

Mature

4.33

375

4.21

395

1.150

-251

Self-controlled

4.34

.903

4.21

.914

1.124

.262

Straightforward

4.32

.924

4.15

.934

1.413

.I59

Supportive

4.28

389

420

,957

0.691

.490

*p < 0.05

Table 4-14
T-testfor Differences in CharacteristicLeadership Traits Identifed by Rank (N= 266)

Command Staff
(n=3 1)
Mean
Sd.
4.26
.893

Rank and File
tn=235)
Mean
Sd.
4.23
.908

Straightforward

4.16

320

4.24

Supportive

4.29

.864

4.23

Ambitious

t

P
(2-sided)

0.188

351

.945

-0.456

.649

.933

0.342

.732

Broad-minded
Caring
Cooperative
Competent
Courageous
Dependable
Determined
Fair-minded
Forward-looking
Honest
Imaginative
Independent
Inspiring
Intelligent
Loyal
Mature
Self-controlled

*p < 0.05

Table 4-15
ANOVA and SchefSe'Post Hoc: Supervisors 'Age and Characteristic Leadership Traits (N= 266)
21
32
43
54
Sch&e'
Item
to
to
to
to
pis
31
42
53
64
F
P Hoc
(5)
(91)
(140)
(30)
Mean
Sd. Mean Sd.
Mean Sd.
Mean Sd.
3.80
1.64 4.35
.90
4.16
.89
4.23
.82 1.17 .321
Ambitious
Broad-minded
Caring
Cooperative
Competent
Courageous
Dependable
Determined

air-minded
Honest
Imaginative
Independent
Inspiring
Intelligent
Loyal
Mature
Self-controlled
Straightforward
Supportive
*p < 0.05

Table 4-16
ANOVA and Schej$g Post Hoc: Supervisors' Marital Status and CharacteristicLeadership Traits (N=
266)
Single
Married Divorced I
Widow/ Domestic
Schefli
Item
Separated
Widower
Partner
F
P Pos
(26)
(201)
(33)
(3)
(31
HOC

M
4.27

Sd.
M
1.12 4.21

Sd.
.90

M

Sd.

M

Ambitious

4.30

.81

4.00

Sd.
.01

4.67

Sd.
.58 .313

Broad-minded

4.35

-98 4.47

.89

4.55

.83

4.67

.58

5.00

.OO

.483 .748

Caring

4.15

.97

4.06

.86

4.33

.78

4.67

.58

5.00

.OO

1.83

Cooperative

4.38

1.02 4.34

.91

4.48

.83

4.67

-58 4.67

.58

.352 .842

Competent

4.58

.99

4.70

.86

4.73

.76

.500

.OO

5.00

.OO

.326 3 6 1

Courageous

4.19

.94

3.88

.93

4.15

.83

3.00

1.00 4.67

.58

2.39

Dependable

4.54

.99

4.61

.88

4.67

.78

4.67

.58

5.00

.OO

.229 .922

Determined

4.31

.93

4.27

.89

4.36

.78

4.00

1.00 4.67

.58

.297 .880

Fair-minded

4.27

.97

4.43

.84

4.58

.79

4.67

.58

4.67

.58

.592 .669

Honest

4.58

.99

4.72

.87

4.79

.60

5.00

.OO

5.00

.OO

.404 3 0 5

Imaginative

3.77

1.11 3.89

.88

3.94

.79

4.33

.58

4.33

.58

.515 .725

Independent

4.15

.98

4.14

.94

4.33

.82

4.00

1.00 4.67

.58

.537 .709

Inspiring

4.38

1.02 4.20

.87

4.21

.86

4.67

.58

4.67

.58

.618

.650

Intelligent

4.31

.88

.79

4.21

.78

4.67

.58

4.33

.58

.368

332

Loyal

4.35

1.06 4.33

-92 4.39

.83

4.67

.58

4.67

.58

.214

.930

Mature

4.27

1.00 4.25

.89

4.33

.78

4.67

.58

4.33

1.15 .222

.926

Self-controlled

4.19

1.02 4.26

.92

4.33

.82

4.67

.58

5.00

.OO

.717 .581

Straightforward

4.19

.98

4.23

.95

4.24

.87

4.67

.58

4.33

.58

.I84

Supportive

4.31

1.01 4.21

.95

4.27

.76

4.67

.58

4.67

.58

.418 .796

*p <0.05

4.20

M

369

.I24

.051

.947

Table 4-17
ANOVA andScheffiPost Hoc: Suuervisors 'Race Status and Characteristic leaders hi^ Traits IW = 266)
White
BlacW
American Indian1
Scheffi
Afiican American Alaska Native
F
P
Post
(228)
(37)
(1)
HOC
M
Sd.
M
Sd.
M
Sd.
Ambitious
4.21
.92
4.30
.81
5.00
.494
.611

----

Broad-minded

4.46

.93

4.59

.55

5.00

Intelligent

4.21

.82

4.30

.57

4.00

Loyal

4.35

.92

4.35

.86

4.00

Mature

4.28

.90

4.22

.82

Self-controlled

4.28

.92

4.24

Straightforward

4.24

.95

Supportive

4.21

.94

--

.560

.572

.249

.780

Caring
Cooperative
Competent
Courageous
Dependable
Determined
Fair-minded
Forward-looking
Honest
Imaginative
Independent
Inspiring

.073

.929

4.00

---------

.I18

.889

.86

4.00

----

.072

.930

4.19

-84

4.00

----

.081

.923

4.43

.80

4.00

----

.988

.374

Table 4- 18
ANOVA and Scheffd Post Hoc: Supervisors' Education and Characteristic Leadership Traits (N = 266)
Graduate
Four-Year One to Three Years High School
Scheffi
Item
College
College
GED
F
P post
(48)
(102)
(103)
(13)
HOC
Mean
Sd.
Mean Sd.
Mean Sd.
Mean S d
4.21
.77
4.14
1.05 4.27
.83
4.69
.48 1.58 .I94
Ambitious

Broad-minded

4.50

.65

4.43

.96

4.48

.95

4.77

.44

.569

636

Caring

4.29

.74

3.99

.92

4.16

.84

4.31

.95

1.68

.I72

Cooperative

4.44

.71

4.24

1.01

4.42

.91

4.77

.44

1.79

.I50

Competent

4.81

.39

4.60

1.00

4.72

.89

4.85

.38

.906

.439

Courageous

4.08

.94

3.84

.90

3.94

.94

4.23

1.01

1.18

.318

Dependable

4.73

.45

4.52

1.01

4.63

.91

4.77

.44

.828

.480

Determined

4.35

.60

4.25

.96

4.26

.93

4.62

.51

.809

.490

Fair-minded

4.62

.49

4.38

.90

4.40

.93

4.54

.52

1.08

.358

Honest

4.94

.24

4.59

.99

4.73

.89

4.92

.28

2.19

.090

Imaginative

4.15

.82

3.80

.87

3.82

.93

4.23

.83

2.56

.055

Independent

4.12

.794

4.10

.97

4.20

.96

4.69

.48

1.69

.I70

Inspiring

4.35

.56

4.20

.93

4.17

.96

4.54

.52

1.04

.373

Intelligent

4.42

.50

4.14

.76

4.16

.93

4.62

.51

2.73

.044*

Loyal

4.27

.74

4.24

1.03

4.45

.88

4.77

.60

1.98

.I17

Mature

4.40

.54

4.19

.97

4.26

.94

4.46

.78

329

.479

Self-controlled

4.27

.61

4.19

.98

4.31

.97

4.69

.63

1.29

.277

Straightforward

4.23

.72

4.12

1.02

4.27

.95

4.85

.38

2.50

.060

Supportive

4.40

.76

4.15

1.00

4.19

.94

4.69

.48

1.94

.I23

Table 4- 19
ANOVA and Scheff6 Post Hoc: Supervisors' Years in Policing and Characteristic Leadership Traits (N =

Item

Ambitious

or
Less
(54)
.
Mean
Sd.
4.22
.94

to
25
(126)
Mean
Sd.
4.25
.98

to
35
(86)
Mean
4.21

Broad-minded

4.44

-86

4.45

.98

Caring

4.11

.88

4.13

Cooperative

4.37

.98

Competent

4.70

Courageous

.Scheff6
F

P

Sd.
.77

0.044

.957

4.53

.75

0.267

.766

.92

4.13

.76

0.008

.992

4.37

.98

4.36

.75

0.005

.995

.88

4.65

.94

4.76

.68

0.390

.678

3.94

.94

3.99

.97

3.87

.86

0.425

.654

Dependable

4.46

.97

4.62

.93

4.70

.70

1.212

.299

Determined

4.26

.93

4.28

.93

4.33

.74

,0116

391

Fair-minded

4.30

.90

4.42

.92

4.56

.64

1.68

.I89

Honest

4.69

.95

4.68

.90

4.80

.66

0.581

.560

Imaginative

3.83

.91

3.83

.99

4.01

.69

1.170

.312

Independent

4.19

.95

4.14

.99

4.21

.80

0.137

.872

Inspiring

4.24

.95

4.20

.94

4.28

.73

0.218

304

Intelligent

4.31

.77

4.18

.90

4.21

.62

0.536

.586

Loyal

4.26

.95

4.35

.96

4.41

.82

0.433

.649

Mature

4.19

.95

4.24

.93

4.36

.77

0.774

.462

Self-controlled

4.15

.96

4.35

.93

4.24

.84

0.995

.371

Straightforward

4.15

1.05

4.24

.96

4.28

.81

0.330

.719

Supportive

4.19

.95

4.24

.99

4.27

.SO

0.131

377

~

*p < 0.05

Pos
HOC

Table 4-20
ANOVA and Scheffd Post Hoc Supervisors' Years in MDPD and Characteristic Leadership Traits (N =
266)
15
16
26
or
to
to
Scheffi
Item
Less
25
35
F
P
Pos
(63)
(130)
(73)
HOC
Mean
Sd
Mean
Sd.
Mean
Sd.
Ambitious
4.30
.82
4.17
1.03
4.27
.71
0.57
.564
Broad-minded

4.52

.69

4.38

1.07

4.60

.64

1.53

,218

Caring

4.16

.81

4.07

.97

4.19

.68

0.54

.585

Cooperative

4.46

.82

4.30

1.05

4.41

.68

0.77

.463

Competent

4.78

.68

4.59

1.03

4.81

.57

1.90

.I52

Courageous

3.95

.85

3.94

1.02

3.95

.81

0.05

.995

Dependable

4.59

.SO

4.57

1.02

4.71

.61

0.66

.515

Determined

4.30

.SO

4.24

1.01

4.37

.66

0.53

.587

Fair-minded

4.38

.73

4.36

1.02

4.63

.49

2.62

.075

Honest

4.79

.74

4.63

1.00

4.82

.56

1.51

.222

Imaginative

3.83

.83

3.84

1.01

4.04

.68

1.44

.239

Independent

4.24

.82

4.11

1.04

4.23

.77

0.63

.532

Inspiring

4.27

.86

4.15

.96

4.34

.71

1.16

.316

Intelligent

4.30

.69

4.15

.94

4.26

.53

0.88

.414

Loyal

4.37

.88

4.28

1.01

4.45

.73

0.80

.451

Mature

4.22

.81

4.19

1.01

4.44

.67

1..92

.I49

Self-controlled

4.29

.83

4.26

1.02

4.29

.77

0.02

.975

Straightforward

4.27

.92

4.19

1.03

4.27

.73

0.24

.784

Supportive

4.29

.812

4.17

1.06

4.32

.72

0.70

,499

Table 4-21
ANOVA and Seheffg Post Hoe: Supervisors' Total Years at Current Rank and Characteristic Leadership
Traits (N= 266)
1
6
16
Item
to
to
plus
Scheff6
5
15
F
P
Pos
(138)
(103)
(25)
Hoc
Mean
Sd.
Mean
Sd.
Mean
Sd.
.731
Ambitious
4.27
.90
4.17
.92
4.24
.88
0.31
Broad-minded

4.48

.86

4.47

.94

4.52

.87

0.04

.964

Caring

4.15

.83

4.08

.95

4.16

.69

0.24

.785

Cooperative

4.43

.90

4.29

.93

4.32

.85

0.78

.461

Competent

4.73

.82

4.62

.90

4.80

.82

0.70

.496

Courageous

3.98

.89

3.93

1.00

3.80

.82

0.40

.669

Dependable

4.62

.87

4.59

.88

4.68

.85

0.10

.902

Determined

4.29

.91

4.28

.87

4.32

.69

0.02

.981

Fair-minded

4.40

.88

.81

4.56

.71

0.47

.626

Honest

4.72

.86

4.72

.82

4.76

.83

0.03

,972

Imaginative

3.89

.87

3.83

.95

4.12

.73

1.03

.358

Independent

4.16

.90

4.18

1.00

4.20

.76

0.03

.967

Inspiring

4.31

.87

4.12

.92

4.28

.68

1.51

.224

Intelligent

4.28

.82

4.16

.78

4.16

.69

0.75

.472

Loyal

4.40

.89

4.23

.97

4.56

.71

1.71

.I82

Mature

4.25

.92

4.23

.88

4.48

.71

0.81

.445

Self-controlled

4.27

.94

4.25

.91

4.40

.71

0.27

.763

Straightforward

4.20

.93

4.23

.95

4.40

.87

0.47

,624

Supportive

4.25

.90

4.16

.96

4.52

.87

1.59

.206

4.47

Research Hypotheses
Independent t-tests were used to compare group differences in ratings of the
importance of Competent HI; Honesty H2; Inspiring H3; Straightforward H4; Broadminded H5; Caring H6; Fair-minded H7; and Supportive H8.
Hypotheses

HI: Males will rate the Competent characteristic leadership trait as significantly
more important than females.
An independent samples t-test was conducted to compare the Competent scores

for males and females. Table 4-22 shows that no significant difference existed in this
characteristic leadership trait between male and female law enforcement supervisors.
Table 4-22
T-testfor Diyerence in Competent CharacteristicLeadership Trait Identified by Gender (N= 266)
Item
Male
Female
t
P
{n=202)
(n=64)
(one-tailed)
Sd.
Mean
Sd.
Mean
Competent
4.67
382
4.77
.750
-0.755
.225

H2: Males will rate the Honesty characteristic leadership trait as significantly
more important than females.
An independent samples t-test was conducted to compare the Honesty scores for

males and females. Table 4-23 shows that no significant difference existed in this
characteristic leadership trait between male and female law enforcement supervisors.
Table 4-23
T-testfor Djyerence in Honesty CharacteristicLeadership Trait Identified by Gender (N= 266)
Item
Male
Female
t
P
(n=202)
(n=64)
(one-tailed)
Mean
Sd.
Mean
Sd.
.879
4.75
.713
-0.307
.379
Honest
4.71

H3: Males will rate the Inspiring characteristic leadership trait as significantly

more important than females.

An independent samples t-test was conducted to compare the Inspiring scores for
males and females. As reflected in Table 4-24, no significant difference existed in this
characteristic leadership trait between male and female law enforcement supervisors.
Table 4-24
T-testfor D~rerencein Inspiring Characteristic Leadership Traits Identifed by Gender (N= 266)
Item
Male
Female
t
P
(n=202)
(n=64)
(one-tailed)
Mean
Sd.
Mean
Sd.
Inspiring
4.2 1
.897
4.30
.810
-0.668
.252

H4: Males will rate the Siraighgonvard characteristicleadership trait as

significantly more important than females.

An independent samples t-test was conducted to compare the Straighrforward
scores for males and females. As indicated in Table 4-25, no significant difference
existed in this characteristic leadership trait between male and female law enforcement
supervisors.
Table 4-25
T-testfor Difference in CharacteristicLeadership Traits Identifed by Gender (N = 266)
Item
Male
Female
t
{n=202)
(n=64)
Mean
Sd.
Mean
Sd.
Straightforward
4.23
.957
4.23
.850
-0.013

P
(one-tailed)

H5: Females will rate the Broad-minded characteristic leadership trait as
significantly more important than males.

.495

An independent samples t-test was conducted to compare the Broad-minded score

for males and females. As seen In Table 4-26, no significant difference existed in this
characteristic leadership trait between male and female law enforcement supervisors.
Table 4-26
T-tmfor Diference in Broad-minded CharacteristicLeadership Traits Identified by Gender (N= 266)
Item
Male
Female
t
P
(n=202)
(n=64)
(one-tailed)
Mean
Sd.
Mean
Sd.
4.44
.914
4.59
.791
-1.205
.I14
Broad-minded

H6: Females will rate the Caring characteristic leadership trait as significantly
more important than males.
An independent samples t-test was conducted to compare the Caring scores for

males and females. Table 4-27shows no significant difference existed in this
characteristic leadership trait between male and female law enforcement supervisors.
Table 4-27
T-testfor Dzference in Caring CharacferisticLeadership Traits Zdenfij?ed by Gender (N = 266)
Item
Male
Female
t
P
{n=202)
(n=64)
(one-tailed)
Mean
Sd.
Mean
Sd.
Caring
4.08
366
4.27
$40
-1.511
.066

H7: Females will rate the Fair-minded characteristic leadership trait as
significantly more important than males.

An independent samples t-test was conducted to compare the Fair-minded scores
for males and females. As shown in Table 4-28, no significant differences existed in this
characteristic leadership trait between male and female law enforcement supervisors.

Table 4-28
T-testfor Dzyerences in Fair-minded CharacteristicLeadership Traits Identified by Gender (N = 266)
Item
Male
Female
t
P
(n=202)
(n=64)
(one-tailed)
Mean
Sd.
Mean
Sd.
.850
4.52
.816
-0.826
.204
Fair-minded
4.42
*p < 0.05

H8: Females will rate the Supportive characteristic leadership trait as
significantly more important than males.

An independent samples t-test was conducted to compare the Supportive scores
for males and females. As seen in Table 4-29, no significant difference existed in this
characteristic leadership trait between male and female law enforcement supervisors.

Table 4-29
T-testfor Drfferences in Supportive Characteristic Leadership Trait Identified by Gender (N = 266)
Item
Male
Female
t
P
(n=202)
(n=64)
(one-tailed)
Mean
Sd
Mean
Sd.
.955
4.33
.818
-0.907
.I82
Supportive
4.2 1
*p < 0.05

H9: Married supervisors will rate the Honesty characteristic leadership trait as

significantly more important than the other groups. An independent samples t-test was
conducted to compare the Honesty scores for married supervisors and other groups. As
depicted in Table 4-30, no significant difference existed in the Honesty scores between
married supervisors and non-married other groups of law enforcement supervisors.

Table 4-30
T-testfor D~yerencesin CharacteristicLeadership Trait IdentiJied by Married Supervisors andNonMarriedSupervisors (N = 266)
Item
Married
Non-Married
t
P
@=20 1)
(n=65)
(one-tailed)
Mean
Sd.
Mean
M.
Honest
4.72
367
4.72
.761
0.014
.494

H10: Professional supervisors will rate the Intelligent characteristic leadership
trait as significantly more important than non-professional level supervisors.
As shown in Table 4-31, the statistical results revealed a significant difference
existed in the rating of the Intelligent characteristic (t= 1.934, p=0.03) between
professional supervisors and non-professional law enforcement supervisors.
Table 4-3 1
T-testfor Dz@erences in CharacteristicLeadership Trait Identifed by Professional Supervisors and NonProfessional (1V = 266)
Item
Professional
Non-Professional
t
P
(n=2 18)
(n=48]
(one-tailed)
Sd.
Mean
Sd.
Mean
.498
4.17
.835
1.934
0.03 *
Intelligent
4.42

HI 1: Supervisors from the rank of Executive Senior Bureau Commander and
higher will rate the Ambitious characteristic leadership trait as significantly more
important than supervisors fiom the rank of Captain and below. Table 4-32 reveals that
no significant difference existed in the Ambitious score between supervisors fiom the
rank of Executive Senior Bureau Commander and higher, and supervisors from the rank
of Captain and below.

Table 4-32
T-testfor DifScnces in CharacteristicLeadership Trait IdentiJed by Executive Senior Bureau
Commander and Higher and Captain and Below (N = 266)
Item
Executive Senior Bureau
Captain1
Commander and Higher
Below
t
P
(n=235)
(n=3 1)
(one-tailed)
Mean
Sd.
Mean
Sd.
Ambitious
4.23
.908
4.26
.893
.IS8
.425

H12: Supervisors with 16 years or more of policing will rate the Independent
characteristicleadership trait as significantly more important than supervisors with less

than 16 years in policing. A shown in Table 4-33, no significant difference existed in the
Independent score between law enforcement supervisors with 16 years or more of
policing and supervisors with less than 16 years in policing.
Table 4-33
T-testfor Differences in Characteristic Leadership Trait Ident$ed by Supervisors with 16 Years or More
andSupervisors with Less Than 16 Years (N = 266)
Item
Supervisors
Supervisors
(16 years or more)
(less than 16 years)
t
P
(11x221)
(n=54)
(one-tailed)
Mean
Sd.
Mean
Sd.
Independent
4.17
.918
4.19
.953
.I09
.456

CHAPTER V: DISCUSSION
Introduction
The purpose of this research study is to determine if the characteristic leadership
traits of the male and female supervisors in the Miami-Dade Police Department (MDPD)
differed according to their gender. As females continue to enter and gain ground at work
they have become powerful leaders in professional setting. These opportunities for
employment, coupled with the steady rise of "women's advocacy," create the perfect
formula for their advancement into leadership positions (Gardner, 1990). In spite of their
advances, barriers for females continue to be erected and their leadership qualities
questioned (Eagly, Karau, & Makhijani, 1995; Gardner, 1990).

Several female

supporters of women's access to leadership positions assert that there is a difference in
leadership styles between males and females, and, that understanding these different
styles is of significant interest to investigators (Eagly & Johannesen, 2001; Gardner,
1990). Furthermore, these supporters contend that these distinctions are due, in part, to
differences in gender characters and experiences (Gardner, 1990).
This study focuses on factors influencing perception of leaders from male and
female MDPD law enforcement supervisors' perspectives. Included are gender, age,
marital status, race, ethnicity, education, rank status, years in policing, years in MDPD,
and years at current rank. This research study adopted Kouzes and Posner's (1995)

Characteristic of an Admired Leader (Cal) 20-item survey, as the research instrument.
The results of this study add new information to the body of knowledge on the
field of leadership in policing by identifying differences in perceptions of male and
female supervisors as they relate to characteristic leadership traits they most admire in a

leader. Consequently, any local, state, or federal law enforcement agency can benefit
fiom these findings, and use the information to compare their perceptions of
characteristic leadership traits of their male and female supervisors with the data
presented in the present study.
Interpretations
This study was undertaken to determine if the characteristic leadership traits
admired by supervisors in the MDPD differed by gender. The study concentrated on
perceptions of male and female supervisors, and used the Characteristics of a n Admired
Leader (CAL) survey developed by Kouzes & Posner (1995) to examine and compare

their characteristic leadership traits. The CAL was selected because it identifies various
characteristic leadership traits closely related to the supervisors in the MDPD. Female
advocates assert, a difference in leadership styles between males and females exists, and
understanding these styles continues to be of enduring interest (Eagly & Johannesen,
2001; Gardner, 1990). These differences in styles are attributed to the differences in
character and experience of the two genders (Gardner, 1990). Broverman, Vogel and
Broverman, et al. stated in 1972 that females are stereotyped as leaders, and their
leadership styles are inadequate because they are timid, needy, and less confrontational
(as cited by Bass, 1990, p. 712).
The main thrust of this study seeks to determine the perception of characteristic
leadership traits between male and female supervisors in the Miami-Dade Police
Department. The research examines perception differences in characteristic leadership
traits in male and female law enforcement supervisors, and how these characteristic

leadership traits differ based on personnel characteristics and work profiles. The
following section summarizes the findings.

Characteristic of an Admired Leader Finding
The researcher analyzed the means and standard deviations of 20 characteristic
leadership traits, which male and female supervisors perceived their leaders to possess.
An independent-samples t-test was used to determine whether a statistically significant

difference in the mean scores existed regarding the following question.

Research Question I
1. What are the differences in characteristic leadership traits identified by law
enforcement male and female supervisors?
According to Table 4-1 1, no significant differences exist in these 20 characteristic
leadership traits between the scores for male and female supervisors. Although female
supervisors perceived their leaders higher than male supervisors in all scores, except

Imaginative (t = 0.004), and Straightforward (t = -1.333); both groups of supervisors
had the same mean scores.
Independent-samples t-test and One-way ANOVA were used to determine
whether a statistically significant difference in the mean scores existed regarding the
following question.

Research Question 2
2. How do characteristic leadership traits differ based on personnel characteristics and
work profiles of supervisors in law enforcement?
No significant differences existed by Gender (Table 4-12) or Ethnicity (Table 413) in the scores of law enforcement supervisors in the 20 characteristic leadership traits

A statistically significant result was found in differences in Imaginative as shown in

Table 4-14(t = 2.246, p = .026) between the coinmand staff and the rank and file officers.
No significant differences were found between characteristic leadership traits and Age
(Table 4-15), Marital Status (Table 4-16), and Race (Table 4-17). Table 4-18, indicates a
significant difference existed in Intelligent (F = 2.73, p < .05) as measured by the
education of supervisors. No significant differences were found between characteristic
leadership traits and Years in Policing (Table 4-19), Years at MDPD (Table 4-20), and

Years at Current Rank (Table 4-21).
Research Hypotheses
Independent-samples t-tests (one-tailed) were used to determine whether a
statistically significant differences in the mean scores existed regarding the following
hypotheses.

Hypotheses
Hypothesis 1 stated that males will rate the Competent characteristic leadership
trait as significantly more important than females. The data in Table 4-22, reflects no
significant difference existed in the characteristic leadership trait of Competent between
male and female law enforcement supervisors.
Hypothesis 2 stated that males will rate the Honesty characteristic leadership trait
as significantly more important than females. The data in Table 4-23, reflects no
significant difference existed in the characteristic leadership trait of Honesty between
male and female law enforcement supervisors. .
Hypothesis 3 stated males will rate the Inspiring characteristic leadership trait as
significantly more important than females. The data in Table 4-24, reflects no significant

difference existed in the characteristic leadership trait of Inspiring between male and
female law enforcement supervisors.
Hypothesis 4 stated males will rate the Straighfonuard characteristic leadership
trait as significantly more important than females. The data in Table 4-25, reflects no
significant differences existed in the characteristic leadership trait of Straightforward
between male and female law enforcement supervisors.
Hypothesis 5 stated females will rate the Broad-minded characteristic leadership
trait as significantly more important than males. The data in Table 4-26, reflects no
significant difference existed in the characteristic leadership trait of Broad-minded
between male and female law enforcement supervisors.
Hypothesis 6 stated females will rate the Caring characteristic leadership trait as
significantly more important than males. The data in Table 4-27, reflects no significant
differences between the characteristic leadership trait of Caring between male and female
law enforcement supervisors.
Hypothesis 7 stated females will rate the Fair-minded characteristic leadership
trait as significantly more important than males. The data in Table 4-28, reflects no
significant difference existed in the characteristic leadership trait of Fair-minded between
male and female law enforcement supervisors.
Hypothesis 8 stated females will rate the Supportive characteristic leadership trait

as significantly more important than males. The data in Table 4-29, reflects no
significant difference existed in the characteristic leadership trait of Supportive between
male and female law enforcement supervisors.

Hypothesis 9 stated married supervisors will rate the Honesty characteristic
leadership trait as significantly more important than the other marital status groups. The
data in Table 4-30, reflects no significant difference existed in the Honesty score between
married supervisors and supervisors in the other groups.
Hypothesis 10 stated professional supervisors will rate the Intelligent
characteristic leadership trait as significantly more important than non-professional level
supervisors. The data in Table 4-31, reflects a statistical significant difference existed in
the Intelligent ratings between professional and non-professional law enforcement
supervisors (t = 1.934, p = 0.03).
Hypothesis 11 stated supervisors fiom the rank of Executive Senior Bureau
Commander and higher will rate the Ambitious characteristic leadership trait as
significantly more important than supervisors from the rank of Captain and below. The
data in Table 4-32, reflects no significant difference exist in the Ambitious score between
supervisors fiom the rank of Executive Senior Bureau Commander and higher and
supervisors fiom the rank of Captain and below.
Hypothesis 12 stated supervisors with 16 years or more of policing will rate the
Independent characteristic leadership trait as significantly more important than

supervisors with less than 16 years in policing. The data in Table 4-33, reflects no
significant difference exist in the Independent score between supervisors with 16 years or
more of policing and supervisors with less than 16 years in policing.
Limitations
This study was conducted with all male and female supervisors ftom the rank of
sergeant and above in the Miami-Dade Police Department (MDPD). Male and female

police officers were not included in the study. Although the participants were selected
based upon a current workforce analysis list fkom the MDPD, the list varied due to
retirement, attrition, and untimely updates. The MDPD email system was utilized for the
delivery of the invitation for participants to partake in the survey. Once participants
agreed to participate in the survey they were linked to SurveyMonkey.com and their
responses became confidential. Although confidentiality was paramount, some
supervisors contacted the researcher and indicated they experienced some difficulty
Iogging on from their mobile laptops. Additional limitations include the fact that this
study concentrated on the MDPD only, and not in other police departments. Even though
a total of 807 surveys were emailed, and the total number of surveys returned was 286,
(273 responded to Part 1 only and 266 responded to Part 1 and 2) the study was limited
due to its voluntary return basis.
Practical Implications
1.

Although this study has its limitations, it contains valuable insights. Results
based upon the data collected about perceptions of characteristic leadership traits
identified by male and female law enforcement supervisors in an organizational
culture indicated gender differences were not substantial and far less than
expected based upon a review of the literature. These findings indicate that males
and females have similar characteristic leadership traits. Therefore, it discredits
old stereotype beliefs of males that females are not good leaders, because they do
not possess the same characteristic leadership traits as males.

2.

This study should be replicated in other law enforcement entities and in military
institutions, as more women are entering the fields of law enforcement and the

military. Presently, many law enforcement organizations are experiencing
massive retirements and losing their current leadership pool. Women entering
law enforcement are competing for promotional opportunities and bringing new
ideas about leadership. It would be prudent for these organizations to learn about
and understand the leadership perspective of both genders regarding this new
generation of women leaders.

3.

A last implication is that leadership is practiced everywhere, and this study should
apply to other organizations outside of law enforcement.
Recommendations
Organizational dynamics plays a pivotal role in how an organization will succeed.

The relationship between a leader and followers is a key component in understanding
how successful an organization will become. As a result, leaders must learn how they are
perceived by their followers. The Miami-Dade Police Department (MDPD), with its
fluid changes due to retirements, attrition, constant promotions, and administrative
changes, should embrace this study, as an invaluable tool about how their leadership
affects their direct reports. The MDPD is charged with "Delivering Excellence Every
Day." How the MDPD functions is not as simple as reading an order and just complying
with its contents. Their leadership must consider how and who sets the tone in their
organizational structure. These professionals should look beyond their command ranks
and honestly question whether they possess the appropriate characteristic leadership traits
needed to mold and influence the organization. The investment of the MDPD should be
an equal opportunity for both genders as it relates to career advancement and developing

future leaders, as this is extremely important for its long term success.

Understanding the issues related to perceptions of gender and leadership
continues to evolve and is extremely important as they relate to how women and men are
viewed as leaders in the police culture. A recommendation growing out of this research
is for a study that examines obstacles women face in career advancement opportunities in
different fields of employment. This study would further increase its depth by including
open-ended questions, in addition to the data obtained from the CAL survey. In that way,
the results can provide additional information to develop future strategies for women to
use in their promotional strategies.
Moreover, the CAL survey should be incorporated as part of employment
requirement for men and women entering the field of policing and after they become
supervisors. Finally, this study focused in a police department located in southeastern
United States. Other police departments in other regions in the U.S. could be used to
replicate this study in the future to compare findings.
Conclusions
Leadership theories have been and continue to be studied and scrutinized by
researchers, scholars, and practitioners. Moreover, the question about who makes a better
leader continues to be an important topic that is studied and analyzed. The literature
reviewed about the qualities of women in leadership is scant and requires more research

as women continue to grow in the field of policing as practitioners and executives. A new
paradigm about women as leaders is necessary.
This study showed very little difference between the perception of characteristic
leadership traits between men and women supervisors in the MDPD. Therefore, women
should be viewed as an equal gender and not as "The 51% Minority," (Wiehl, 2007,

p.xii). It is paramount for police departments to continue to recognize and accept the
value of women and their leadership qualities, and promote fair and balanced
opportunities for them. It is no longer an acceptable "excuse" to hear that not enough
women are entering the field of policing. Instead, a need for an active and aggressive
search and recruitment must be undertaken.

The need to identify future women leaders

and mentor them is extremely important. A change must be made in the intractable
mindset that has plagued many organizations and created a "Boys network." Only when
this is accomplished, can society honestly state that it is on the route toward equality.
This chapter provided the results of the differences in perception of characteristic
leadership traits identified by male and female supervisors in the MDPD by using the
Characteristic of an Admired Leader (CAL) instrument survey. The aim of the study is to

examine how the MDPD leadership felt about the characteristic leadership trait qualities
in their leaders. The results indicated that perceived differences between male and
females characteristic leadership traits were very limited and less than expected based
upon the literature review. Therefore, the results of this study serve to support
recruitment and career advancement for women in all ranks of the MDPD.
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APPENDIX P
Customized Survey Invitation

March XX,2009
Dear participants:
My name is Juan Odio, and I am a Police Major with the Miami-Dade Police
Department, Doral, Florida. Currently, I am in the process of completing my doctorial work in
Global Leadership, with a specialization in Education at Lynn University, and investigating the
differences incharacteristic leadership traits identified by law enforcement male supervisors and
female supervisors.

I will be forever grateful to you if you will assist me in this important endeavor by
accepting this invitation, which should only take ten minutes or less of your time. The instrument
itself does not request a personal identifier and your participation will remain completely
anonymous. As a result, only the survey data will be retained and it will be securely stored in a
locked cabinet (hard copy surveys) and a password protected computer, and will be destroyed
after five years. For further information, I can be reached at for further information, I can be
reached at
; or
Thank you in
advance for your participation.
To participate, please click onto the following link and accept the Authorization for
Voluntary Consent:

Sincerely,
Juan Odio, PhDc

APPENDIX G
Survey Reminder To Participant

March XX, 2009
Dear participant:
On March XX, 2009, I asked you to participate in my study to examine the differences in
characteristic leadership traits identified by law enforcement male supervisors and female
supervisors. In my original correspondence to you, I explained that the instrument itself did not
request a personal identifier and that your participation would remain completely anonymous.
Because this remains the case, I am asking you to participate if you have not already done so by
clicking onto the below link and accepting the Authorization for Voluntary Consent:
If you have already participated, please do not resubmit a second time. Instead, allow me
to personally thank you for your valuable time and effort. For further information, I can be
r
reached at
To participate, please click the following link:

Sincerely,
Juan Odio, PhDc

APPENDIX H
Survey

Part I
Characteristics
1. Gender (Check one): 1 . M a l e o r 2 . F e m a l e
2. Age in years:-

3. Marital Status (Check one): 1
4 . W i d o w I or Widower;

.Single, 2 . M a r r i e d ; -3.DivorcedlSeparated;

-5. Domestic Partner

4.

Race (Select the primary race you consider yourself to be):
1.White
2.Black or African American
3.American Indian or Alaska Native
4.Asian
L N a t i v e Hawaiian or other Pacific Islander

5. Ethnicity (Check one):

1.Hispanic or Latino

2.Not Hispanic or Latino

6. Your Highest Education Level (Check one):
3.
Professional (MA, MS, ME, MD, PhD, JD, LLD, and the like)
2. Four-year college graduate (BA, BS, BM, and the like)
3. One to three years college (also business schools)
4. High school graduate
5. General Education Degree (GED)

7. Supervisory Rank
1. Director
2. Assistant Director
3. Chief
Major
Senior Police Bureau Commander
Police Bureau Commander
Executive Senior Bureau Commander
Police Captain
First Lieutenant
Lieutenant
Master Sergeant
Sergeant

8. Total years in policing:9. Total years in MDPD:
10. Total years at your current rank:-

Part 2
Characteristics of an Admired Leader
Please i?om this list, select the twenty (20) attributes you must look for and admire in a leader, that
is, someone whose direction you would willingly follow. Rank numerically in order of
importance, with the most important attribute being number one (1) and the least important
attribute being number twenty (20). All twenty (20) attributes must be completed.

-Ambitious

H o n e s t
(truthful, has integrity, trustworthy, has
character, is trusting)

-Broad-minded
(open-minded, flexible, receptive, tolerant)

Imaginative
(creative, innovative, curious)

C a r i n g
(appreciative, compassionate, concerned,
loving, nurturing)

Independent
(self-reliant, self-sufficient, self-confident)

-Cooperative
(collaborative, team player, responsive)

-Inspiring

-(capable,
Competent
proficient, effective, gets the job

-Intelligent

(aspiring, hard working, striving)

done, professional)

(uplifting, enthusiastic, energetic, humorous,
cheerful, optimistic, positive about the future)

(bright, smart, thoughtful, intellectual,
reflective, logical)

-(bold,
Courageous
daring, fearless, gutsy)

-Loyal

Dependable
(reliable, conscientious, responsible)

M a t u r e
(experienced, wise, has depth)

-Determined

-Self-controlled

(dedicated, resolute, persistent, purposeful)

-Fair-minded
(just,unprejudiced, objective, forgiving,
willing to pardon others)

-Forward-looking
(visionary, foresighted, concerned about the
future, sense of direction)

(faithful, dutiful, unswerving in allegiance,
devoted)

(restrained, self-disciplined)

-Straightforward
(direct, candid, forthright)
Supportive
(helpful, offers assistance, comforting)
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